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Abstract 

The purpose of this study was to assess leadership perceptions in the Catholic Church. 

Although perpetuating the priesthood is the cornerstone of sustaining the leadership of the 

church, there is concern over the current trend in joining the priesthood.  The number of 

individuals willing to become priests is declining.  To evaluate this phenomenon, the study 

employed research questions that sought to compare older and younger priests.  The study 

findings from the chi square and ANOVA indicated that there was no significant difference 

in the most preferred leadership styles between young and older priests.  The Facilitative 

method of leadership was the most desirable leadership style by both groups of priests, 

(22.23 [8, N = 134] = 22.23, p > .05).  Also, the outcomes of the research found that the 

number of years spent in service does not influence a priest’s choice of leadership style 

(32.28 [8, N = 134] = 32.28, p > .05).  
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Chapter One 

Introduction 

 

 

 

 

Overview 

The Catholic Priesthood is interested in perpetuity.  It is the anchor for the sustainability 

and continued growth of the Catholic Church.  Strong leadership ensures that more 

people are willing to be part of the church.  However, the trends are changing fast.  The 

number of Catholic priests is shrinking as is the number of people interested in the 

priesthood.  This situation creates a problem in ensuring that Catholic doctrines are 

passed on from one generation to the next.  Thus, this research focused on the concept of 

perceptions in Catholic leadership.  More specifically, it established challenges that exist 

in the nurturing of new Catholic leaders and the effects of such problems (Conway, 

2011).  It also detailed robust, adoptable measures to improve the situation.  This study 

examined perceptions of leadership among priests, bishops, and other individuals at the 

helm of the Catholic structure.  The changing perceptions about the responsibilities of 

leadership within the church as the priesthood duties are passed from one generation to 

the next are also discussed.  The overall aim was to determine the specific roles leaders 

should adopt to improve the leadership perpetuity in the Catholic Church.  Much of the 

focus should be on preparing the younger generation for church leadership to successfully 

move forward into the future. 

The study approach is unique from other studies since it focuses on both the 

present and future.  Thus, it details the expectations likely to be experienced in the 
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coming years (Hill, 2016).  This study also made comparisons on applicable measures in 

other sectors such as academia and business to ensure the sustainability of a given entity.  

Leadership is procedural and requires the input of all people involved (De Smaele, 2016).  

Leaders play a significant role in showing followers the right direction.  It is through this 

process that young people are likely to gain significant interest in abiding by the 

expectations placed upon them (Kawashima, 2016).  Younger people who are expected to 

assume the leadership mantle should be provided with the necessary skills to solicit their 

best performance.  The process is likely to boost the confidence of such young people.  

Therefore, they are more likely to engage in practices that will improve their 

performance.  

 

Background 

Recent reports indicate a continued decline in the number of Catholic priests and 

religious.  For instance, the number of women religious worldwide has dropped from one 

million as of 1973 to 710,000 today (Kessler & Kretzschmar, 2015).  Indices also reveal 

that the number of Catholic priests per capita has declined since the end of World War II.  

Between 1970 and 2012, the number of priests declined from 419,728 to 414,313 

(Kessler & Kretzschmar, 2015).  In fact, statistics bear out that currently, a total of 49,153 

parishes do not have a resident priest (Blork, 2008).  Thus, some churches must share the 

same priest (Johnson, 2008).  Given the situation, there is a need to determine the reasons 

behind this decline.  Information obtained was imperative in determining actions that can 

be adopted to improve the willingness of more people to join the Catholic priesthood. 
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Historically, the Catholic Church has grown for years, especially in the period 

before World War II.  The shift, evidenced by the decline, has sparked the need to assess 

the concept further to establish the various factors behind the trend (Drucker, 2011).  

Therefore, the information gathered is imperative in providing information for the 

specific actions the Church should adopt to increase the number of priests.  Thus, the 

process will be relevant in showing the success areas that the Church can emphasize. 

 

Purpose of this Study 

The need to determine the extent of decline in Catholic priest numbers is vital for the 

entire Church fraternity.  The information obtained will be valuable in showing the 

specific measures priests are likely to take to improve their situation.  The measure also 

has a chance to improve the level of perception that young people may have in the 

leadership of the Church (Creary, 2011).  Young people are also likely to detail the 

observations they have made around the concept.  The results of this study detail the 

trends in Catholic Church leadership since the end of World War II.  Young people, 

therefore, are likely to receive information on adaptable changes to improve the situation 

of Catholic leadership.  

This study also informs the Catholic fraternity that there are possible alternatives 

to improve the level of participation of young people in Church leadership.  It also 

reveals the possibility of the current priests having appropriate replacements who will 

follow the established practices of the church (Covell, 2005).  Thus, it is through this 

process that priests remain positive in ensuring that the Catholic Church can continue 

with its specific missions.  This study also provides insights for older priests and church 
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leaders with respect to specific roles to ensure they are beneficial in improving upon the 

Church leadership concept.  Through the specific pieces of advice that young people may 

share, they are likely to change the perception level of others regarding leadership.  Thus, 

modeling the right forms of actions likely to improve the leadership situation within the 

Catholic Church is possible.  The process also conveys the need for people to aid priests 

in ensuring a smooth transition from an older to a younger generation.   

 

Problem Statement 

Although there is a surfeit of research conducted on leadership styles in various 

disciplines, little to no research exists pertaining to Catholic Church leadership styles.  

Choosing an appropriate leadership style for priestly ministry is essential to the overall 

success of the priest.  Without the ability to seek out and select the best leadership style 

for their ministry, priests may not fully experience success in their ministry.  This 

scenario could cause individuals to prematurely leave the clergy and possibly discourage 

others from becoming clerics.  This study outlines the procedures applicable to potential 

Catholic priests by improving their perceptions of the priesthood’s duties and 

responsibilities.  Such young people can also use the research information to better 

understand the saliency for improved church leadership (De Maeyer, 2016).  Thus, the 

process will enable potential priests to perpetuate the leadership concept within the 

Church.  Armed with this information, aspiring young Catholic priests may encourage 

their peers to become engaged with leadership.  Ultimately, the research information 

would bolster the goal of perpetuating the Catholic Church (Kessler & Kretzschmar, L., 

2015).  The process also improves their ability to assess the innate challenges within 
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leadership.  Through the process, they have a high likelihood of effectively improving 

their skills.  

This study focused on determining the reasons why many Catholics are less 

willing to engage in the Church’s leadership practices.  It individually analyzed some of 

the trends currently experienced within the Church (Burghardt, 1981).  The results 

obtained were significant in showing the specific corrective measures likely to ameliorate 

the situation and entice young people into Church leadership.  This study also sought to 

establish whether there is a role that parents could play to improve young people’s 

willingness to become Catholic priests.  Most often, congregants within the Catholic 

Church identify with the need for sacrifice and involvement in activities likely to improve 

on the perpetuity of the Church (Dolan, 2012).  Therefore, they are likely to share 

leadership factors and concepts to positively influence their children. 

This study also sought to assess the activities of Catholic priests.  It is through the 

interview process of current and future priests regarding leadership styles to educate 

young people regarding the expectations and practices placed upon them.  For example, 

priests can liaise with young people to identify the specific challenges and factors they 

experience that causes their loss of will to be part of the Catholic leadership (Gelpi, 

1990).  Thus, the situation streamlines the development of corrective actions that enhance 

the participation levels of young people within Church leadership.  This study outlines 

potential challenges and factors usually experienced so they can be dealt with effectively.  

The process also increases on the Church’s ability to continue in perpetuity. 
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Research Questions 

This study was based on the following research questions: 

1. Are perceptions regarding church leadership responsibilities changing as the 

duties of priesthood are passed from one generation to the next? 

2. What leadership styles do older priests perceive to be the most effective? 

3. What leadership styles do younger priests perceive to be most effective? 

4. Is there a difference in the most effective leadership style as perceived by older 

and younger priests? 

 

 

Limitations of this Study 

Limitations to the study included the following:  

1. Participation in the research survey was voluntary.  Therefore, the sample size 

was limited and excluded current priests and seminarians who chose not to 

complete the survey.  

2. The study was limited to those men working within the Roman Catholic/Latin 

Rite Church.  Therefore, the study was not generalizable to priests and 

seminarians working within other organized mainstream religions.  

3. Data were collected using an electronic survey housed online and distributed via 

e-mail transmission.  An opportunity exists for the e-mail or survey link to be lost, 

deleted, or misfiled in “junk” folders.  This may have impacted the results and 

impacted data collected within a geographical area in the United States.  



McCrobie Perceptions in Leadership 

 

7 

 

4. The study does not consider other items contributable to the participants’ 

differences in leadership styles, such as professional development or other 

previous experiences with the various leadership styles.  

Despite the researcher’s best efforts, this study was affected by several limitations.  There 

are inherent and extraneous characteristics tangential to the effects the study has on them 

(Ekem, 2009).  One of the intrinsic factors is based on internal motivation.  

The extrinsic factors will be based on the availability of people included in this 

study.  Obviously, the study results will be impacted by people unavailable to participate 

(Ferrari, 2017).  Thus, the ability to characterize conclusions from the results was 

affected.  Some participants may not wish to divulge pertinent information regarding the 

subject matter.  Some of them may also be less willing to provide comprehensive 

information concerning the research in this study.  

This study will also include interviewing people in different countries and various 

languages.  Thus, the researcher will move from one point to another with the view of 

gathering information concerning the participants’ views on the challenges of the 

Catholic Church leadership (Grant, 2017).  The time consumed to complete this study 

was great; therefore, the researcher spent considerable time in preparation.  The 

researcher also recruited several research assistants who aided in reducing the amount of 

time necessary for completion of this study.  Thus, given the number of resources needed 

to complete this study, the researcher focused on measures to reduce the amount of time 

and effort.  For instance, the process involved grouping the respective areas where the 

study occurred.  



McCrobie Perceptions in Leadership 

 

8 

 

The Vannsimpco Leadership survey was used to gather statistical information 

regarding preferred leadership styles among older and younger Catholics.  The survey 

information included the participant’s age and their leadership style preferences.  Once 

collected, the information compared the views of both groups regarding their preferred 

leadership styles (Francis & Crea, 2015).  Reported differences of opinions between the 

part of both younger and older Catholics may lie in their varying perceptions.  The nature 

of the survey method presents a limitation since it will require a large amount of time to 

gather the information.  

 

Assumptions 

This study included the following assumptions: 

1. The respondents were willing to provide information and a detailed explanation 

of the different concepts listed in the survey.  

2. All the respondents shared factual and accurate information concerning the 

various factors aligned with their expectations.  The information provided will be 

relevant regarding the general conclusions for this study.  

3. All respondents understand the Catholic Church’s leadership structure.  

Therefore, their insights on procedures are likely to improve regarding leadership 

within the Church.  

4. The participants will answer the survey questions completely and honestly. 

5. The researcher assumed the respondents understood they were asked about 

their own leadership preference.   
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Definitions 

Various terms will be used throughout this study.  These terms will describe the different 

elements affecting the Catholic Church’s ability to involve followers in the leadership 

concept within the Church (Conway, 2011).  

Trait Theories: These theories are predicated on a person’s innate capabilities that enable 

them to attain success in influencing their control over others.  The theories may 

determine a leader’s ability to inform others regarding the requisite procedures needed to 

ensure they become successful in their endeavors.  For instance, Catholic priests may 

apply the trait theory to possibly motivate young people to become interested in 

participating in various leadership activities (De Maeyer, 2016).  The process also 

ensures the opportunity for people to influence others on the positive outcomes from 

personal interactions.  Through the application of trait theories, Catholic priests nearing 

retirement can identify young people who demonstrate appropriate leadership skills.  

Thus, such priests could assist young people in the appropriate procedures applicable to 

successful leadership.   

Auxiliary Bishop:  He is a bishop who is second to a Catholic diocese.  He is charged 

with playing an assistant to the bishop of the parish.  The auxiliary bishop is essential 

since he reduces the stress that builds within the bishop position.  Furthermore, he is 

tasked with parishioner interaction to help determine and solve their problems.  The 

bishop is also tasked with interacting with young people to determine their role within the 

parish (Dolan, 2012).  The auxiliary bishop may inform young people of the benefits 

underlying their involvement in church activities.  This process allows them to become 
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familiar with effective leadership practices.  The situation may increase the likelihood of   

men serving in the priesthood.  

Canon: It standardizes the general rule of laws applicable within the church.  Therefore, it 

describes the actions Catholic priests should use to lead the Church.  Priests use the canon 

to teach young people appropriate behavior to practice and benefit their respective 

parishes.  It is also through this process that such young people are likely to recognize the 

importance of being involved in Church leadership (Creary, 2011).  Therefore, they can 

identify specific skills to improve and become successful in various leadership activities.  

Such young people will likely determine forms of action encouraged within their 

respective parishes.  Likewise, they could be a source of encouragement in the Church 

leadership process.  This process enables them to build on their liaison situation with 

their peers to develop better leadership skills. 

Collegiality: This concept relates to the shared responsibility existing among the college 

of bishops.  Through this relational process, the bishops may share the correct procedures 

young people should adopt to guarantee better leadership outcomes (Drucker, 2011).  

This process reduces the chances of making an error in choosing the right people for 

Church leadership positions.  Conceptually, they can liaise in areas that require more 

attention.  This process will likely create a culture where the concept of leadership can be 

improved within the Catholic Church. 

Laissez-faire Leadership: This leadership style is featured in this dissertation as the style 

Catholic priests should apply in their personal leadership.  Moreover, this style will allow 

the priests to guide young people without interfering with their decision-making process 

(De Smaele, 2016).  This scenario will provide parishioners with freedom and autonomy 
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in leadership applications.  This process allows the young people to discern desirable 

leadership practices from undesirable ones.  

 

Summary 

This study sought to examine Catholic leadership perceptions of bishops and priests.  To 

that end, this study focused on common factors that prevent young people’s involvement 

in church leadership.  This study detailed the specific roles that parents and Catholic 

priests are currently playing in the shaping of leadership perceptions of future priests.  

Through the process, this study sought to reveal that all people have a role to play 

regarding the best practices of Church leadership.  This study agreed with the concept 

that it is highly imperative to take into consideration the ideas of young people when 

making a decision that will affect their role in the Catholic Church.  The next chapter 

provides a review of published works related to perceptions that exist within the Catholic 

leadership.  Moreover, it shows the specific areas of concern that people should focus on 

to ensure they improve on the concept of sustainability within the Catholic Church 

leadership.  
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Chapter Two 

Review of the Literature 

 

 

Introduction 

In a bid for the Church to pass on the leadership mantle from the older generation to the 

younger generation, there is the need to respond to the younger generations’ expectations.  

The primary aspect is drawn from ensuring that the needs of such individuals are well 

identified.  It is also of importance to learn about the secular and religious environments 

in which these younger leaders were reared.  The young leaders will quickly recognize 

the skills necessary in taking over Church management.  Bishops should take into 

consideration the view of attaining some levels of success in their interactions with the 

younger generation. 

Carefully choosing the younger generation who will succeed aging priests is 

important for various reasons.  Making informed decisions in this regard can potentially 

safeguard some of the essential doctrines of the Church that should not be compromised 

(Stewart, 1969, p. 86).  It also provides incoming priests with time to perform their duties 

while acclimating to the Church’s expectations for them.   

The primary view of applying the best principles and approaches to choosing a 

successor is based on ensuring that more young people will be interested in priesthood.  

Young people will demonstrate the ability to identify some of the highly desirable 

practices of future priests/successors (Johnson, 2008, 231).  The younger generation will 

establish that being a Catholic priest does not necessarily entail having beyond-the-world 
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skills and competencies.  As a result, Catholic priests could attain success in leading their 

respective parishes with confidence.   

With the correct selection of younger priests, the chances for them to lead their 

congregants effectively is enhanced.  For instance, young priests can advise Church 

members on the best actions to take under different scenarios.  Likewise, young people 

may be willing to learn essential virtues of their work (Johnson, 2008, 231).  The young 

priests can motivate one another to obtain success in their job duties.  This motivation 

may provide continuity in the Church leadership structure. 

This process allows the current presbyters to efficiently perform their job duties 

and choose their next successor (though the bishop has the final say) when the time 

comes for them to leave the position (Matovina, 2012, p. 135).  For the most part, the 

aspect is based on providing some level of posterity within the Catholic structure.  The 

remaining portion of this chapter examines the inherent challenges experienced by 

Catholic priests and bishops when seeking the next Church leaders.  In addition, it 

identifies techniques the priests employ to establish future Church leaders to sustain the 

church. 

 

Background and History of the Catholic Priesthood 

In the world, different Christian denominations ordain people to teach, preach, and carry 

out pastoral duties to reveal the will and presence of God (Ekem, 2009:100).  The word 

‘Priest' is derived from the Greek word “presbyteros” and the French word “prȇtre.”  The 

term was later translated to ‘elder.'  This term was used to refer to the elders of the early 

community.  In the New Testament, elders were appointed to oversee the affairs of the 
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early Christian community (Acts 14:23).  They oversaw and shepherded the flock 

purchased on the cross by Jesus Christ.  Moreover, they guarded the true gospel against 

being polluted by false teachers as well as distributing food to the poor.  The elders and 

the apostles laid hands on and prayed for the appointed ministers of God (Acts 6:6).  

Since no one in the community could oversee sacrifices, Christians relied on the ministry 

of the priesthood to perform these duties (Martos 1982:460).  While there were no 

hereditary priesthoods, the Jews decided to have a new Priesthood different from that of 

Melchizedek to act as a mediator between God and the people, thus raising the Catholic 

Priesthood in Rome as described by Peter (1 Peter 2:1-10).  In the Protestant 

denominations, the men and women of God are ministers and pastors.  In the Catholic 

tradition, men of God receive the sacrament of Holy Orders through ordination thus 

initiating them to the Holy Priesthood.  Being a priest means that he is not doing God's 

work through his own abilities, but rather administered with the sacrament so that they 

can accomplish, through God what they cannot accomplish by their strength alone.  The 

Protestant traditions differ greatly from the Catholic Priesthood since the priest performs 

sacerdotal functions by presiding over the Holy Mass (Ratzinger, 1990).  According to 

the Second Vatican Council, in a document referred to as “Presbyterorum Ordinis” on 

the life and deeds of Jesus Christ, every faithful Catholic was created to be part of the 

royal priesthood.  According to Romans 12:4, "established ministers unite them together 

in one body in which ‘not all the members have the same function."  This implies that 

through the powers of sacred Holy Orders, the ministers have the authority of offering 

sacrifices, forgiving sin, and conducting priestly duties in the name of Jesus Christ.  

Therefore, the Catholic Priesthood has an evangelical proclamation which sourced their 
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powers from Jesus Christ and acts as a mediator between the faithful (Whole Church) and 

their Creator until Christ returns (1 Cor 11:26).  According to McGoldrick (1990), 

additional ministries emerged in the second century which continued to separate and 

define Catholic Priests from that of their Protestant counterparts (p. 890).  Moreover, 

there developed a presiding bishop who oversaw the affairs of a local community.  In the 

third century, the Bishops were referred to as high priests.  In the fourth century, through 

a theological movement referred to as “sacerdotalism,” priests and bishops received 

another meaning which reflected the political situation of Christianity as it was 

recognized by the Roman Empire.  By then, priests presided when a bishop was not 

present in any Eucharistic celebrations.  For the priests to preside over any Eucharistic 

celebration, they were ordained to do so (Gelpi, 1990, p. 1016).  During the medieval 

period, the main role of a priest was liturgical, cultic ministerial, and sacramental.  Since 

the position of preaching and administration were viewed as priestly duties, they were 

emphasized during the Second Vatican Council as priests performed tasks through the 

sacred power of orders.  Therefore, the second council outlines the role of a priest by 

emphasizing their responsibility to preach the Gospel, oversee the activities of a Christian 

Community, serve human beings, and preside over the Holy Eucharist (Burghardt, 1981, 

p.168)  

The vocation of Catholic Priesthood is a call from God and should be accepted in 

obedience.  Christian Vocation is a gift from God to human beings.  Therefore, the role of 

family is to help an individual realize his vocation to Priesthood through faith.  Jesus 

called the 12 Disciples.  Even today, according to the Catholic Church, He continues to 

call His people (O’Doherty, 2017, p. 1).  Despite the progressive growth of the Catholic 



McCrobie Perceptions in Leadership 

 

16 

 

Priesthood for many years, the current challenge of the younger generation not accepting 

to join the priesthood is alarming.  According to O' Doherty, there is a severe challenge 

among youth in joining the vocation.  According to the study O’Doherty conducted in 

Ireland, there was a sudden drop in the number of priests.  Therefore, the previously 

ordained priests into Holy Orders were forced to move from one parish to another.  

Moreover, the ratio of priests to the congregation was not as proportional as it was 20 

years earlier.  In his study, he discovered that the problem was attributed to the 

unwillingness of the younger generation to listen for their call to the vocational state, and 

to the increase of priests leaving the priesthood to start a family (O’Doherty, 2017, p. 2). 

 

Roles of a Catholic Priest  

The Catholic Church is regarded as fluid in that its leadership structure is continually 

changing.  The fluid nature of the Catholic Church comes into view in a bid to keep up 

with current world trends relating to the general role that is desirable for priests.  Priests 

have had traditional roles for a long time, which has become an expectation on their part.  

For starters, priests are considered to be the administrators of the various parishes in their 

charge (Stewart, 1969, p. 86).  The priests take the necessary steps to ensure that 

activities within the parishes proceed as expected.  Catholic priests also perform the role 

of “Pastor.”  In this role, they help guide, counsel, protect, and listen to their congregants.  

The desired outcome is to ensure that priests can meet the spiritual needs of Church 

members.  When the members are uplifted, Catholic priests are in a better position to lead 

worthwhile lives.  The priest also plays the role of a preacher/teacher.  By taking up the 
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task of educating congregants, there is the possibility of according them some virtues, 

attitudes, and perceptions essential to their lives and salvation.   

The Catholic priest also undertakes the role of a leader/teacher.  He is, therefore, 

able to provide Church members with Sacred Liturgy.  He also presides over the various 

worship events within the community.  This enables him to mentor Church members 

through methods to attain proper fellowship (Stewart, 1969, p. 86).  The members are, 

therefore, able to identify methods to discover the value in attending the various Church 

events.  The priest also assumes the role of a protector.  He is able to protest any 

injustices meted out against the oppressed.  As a result, he can remain a staunch advocate 

for community members.  In that regard, Catholic priests demonstrate the ability to find 

the value, and comfort, in steadfast members of the Church. 

Many of the functions of the Catholic priest and bishop relate to the quality of 

leadership; there is the need to establish if and how leadership responsibilities are 

changing.  These changes typically materialize as the command is transferred from one 

generation to the next (Stewart, 1969, p. 86).  For the most part, the younger generation is 

exposed to misleading situations from society, which could be borne by the media and 

popular culture.  As a result, there is a chance that the younger group will end up doing 

things differently.  Likewise, the younger generation could fail to adhere to virtues 

required for the priesthood. 

 

The Character of Priesthood 

For the most part, the Catholic priesthood is a calling in life from God.  It requires a high 

level of sacrifice with the view of ensuring that one can be of service to parishioners 
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(Johnson, 2008, p. 231).  For the most part, a Catholic priest demonstrates essential 

virtues beneficial to others.  For instance, one salient attribute of priests is selflessness.  A 

selfless leader is one who can put the interest of others before himself.   

This practice of selfless leadership was showcased by Finley Peter Dunne, a Priest 

at St. Patrick Parish.  He accomplished much more than the expectations of the typical 

priest.  Most of the work was significantly based on establishing and providing a caring 

atmosphere for Church members.  There is the chance that the priest may meet all of the 

congregant’s needs in various ways (Johnson, 2008, p. 231).  Since people in a given 

group have the predisposition of developing conflicts, the priest is tasked with developing 

skills to solve the multiple disputes among church members.  One of the chief virtues of 

priests is safeguarding members while they pursue spiritual needs beneficial to the 

Church community.   

 Another favorable virtue among priests is the ability to encourage and support 

one another (Creary, 2011, p. 130).  Priests should share information among the 

priesthood for support and personal development.  This process is of importance towards 

ensuring that priests can impart the necessary skills to others. Therefore, some priests are 

positioned to assist others to develop their leadership skills.   In this scenario, priests may 

develop measures to resolve existing problems.  Catholic priests can then also brainstorm 

with their counterparts to discuss the difficulties that the clergy themselves suffer from 

(as well as those created by the congregations), which tend to lack known solutions.  This 

case allows priests to create precedence on resolving and diverting potential problems. 

Also, priests should attain some level of flexibility.  Acquiring flexibility enables 

them to provide a high level of guidance to young, potential priests.  For instance, the 



McCrobie Perceptions in Leadership 

 

19 

 

priests should be willing to interact with their parishioners (Zech, 1994, p. 244).  Priests 

should be cognizant that their roles transcend the borders of their congregations.  Church 

leaders should provide relevant guidance to their parishioners.  This process ensures 

parishioners that priestly services are beneficial.  This benefit and process is a 

representation of an individual committed to serving others.  Such a priest then is 

cognizant of the critical role he plays in society; therefore, he is willing to assist others.   

 

Traditional Leadership Strategies Applied by Catholic Church 

The Catholic Church has been at the forefront of establishing better leadership strategies 

to service others.  One of the strategies involves including people from diverse 

backgrounds into the priesthood.  Through the process of engaging leaders drawn from 

various ethnic groups, there is the possibility of the Catholic Church attaining the aspect 

of more cohesion among the members of the Church (Matovina, 2012, p. 135) and also 

that of its clergy.  People often look to the Church as a symbol of oneness and inclusivity, 

ensuring that all church members feel valued.  Therefore, youthful parishioners can 

participate in activities and perform at an efficient level.   

The Church has also adopted the strategy of the rotational priesthood designed to 

reassure people from various ethnic groups of service (Matovina, 2012, p. 135).  This 

position removes the ideology that one ethnic group is superior to another.  In contrast, 

young men contemplating the priesthood have the opportunity to view ethnic groups as 

equally important.  The priests are also advised to preach the aspect of inclusivity within 

the Church.  Priests can exemplify this trait through their involvement in Church 
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activities (Matovina, 2012, p. 136).  For instance, priests normally express the need to 

project fairness and equity among ethnically diverse Church members. 

The Catholic Church also focuses on the element of proper stewardship on the 

part of its priests.  Through better actions on their part, church leaders are thus able to 

influence young people effectively (Matovina, 2012, p. 136).  Consequently, Catholic 

priests focus on sharing defined, positive, and obtainable skills with young people.  The 

process is essential since it allows young people to have a positive attitude towards 

Christianity.  Two important virtues to impart to young people are fidelity and 

commitment to Christ.  Young people should project a high level of seriousness in their 

quest for Christ in their lives.  Furthermore, the young men should seriously consider 

what they were taught.  Through this process, there is the possibility that they can lead 

others positively.   

Another methodology to entice future priests is to target them while they are 

young.  The method was used by Father O'Hara when he arrived in Oregon in 1905.  At 

the time, Catholic members were a minority in the community.  The priest was able to 

identify the need for recruitment and subsequently attract young people into Catholicism 

(Stewart, 1969, p. 21).  Also, priests may convince parents of encouraging their sons to 

consider the priesthood.  One of his effective methods was the formation of the 

McLoughin Club for boys.  The establishment of this club within the parish educated 

young men on proper behavior within the priesthood.  

Through the process of molding the character of a child at a tender age, young 

people may become a respectable member of society (Stewart, 1969, p. 21).  Such a 

process is essential towards making it easier to follow regulations contingent on a given 
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position.  Moreover, young boys will acquire the necessary leadership skills essential to 

performing the roles of a priest. 

Another advantage of having the boys within the parish is that they can remain in 

an environment which is favorable for them.  It is through this exposure and influence 

that prompt parish boys to seek the priesthood (Stewart, 1969, p. 21).  The young boys 

will make observations with regards to the behavior that is typically portrayed by 

Catholic priests.  Such a case is extremely valuable, allowing them to focus on improving 

their character while becoming better leaders.  

  

Current Leadership Methods in the Catholic Church 

While the Catholic priesthood is more of a calling, they, for the most part, adhere to some 

practices that depict the epitome of leadership.  Their methods indicate these individuals 

are not only interested in serving, but also display some influence over the spiritual lives 

of people (Hill, 2016, p. 41).  Likewise, they are able to guide congregants effectively 

into being more faith-conscious and act in a manner consistent with their belief.  Proper 

leadership relies heavily on a uniform and structured practice, which demonstrates the 

ability to motivate interested people in following the guidance accorded.  The leadership 

styles applied by Catholic priests are in line with the VannSimpco Leadership Survey.   

 

Transformational Leadership Style. Perhaps one of the most common leadership 

styles applied by Catholic priests is transformational leadership.  Priests agree with the 

idea that innovation is more desirable than the status quo.  The world is ever-changing 

and new concepts are frequently being introduced.  As a result, there is a need to establish 
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a leadership method reflective of the changes experienced across the world (Vann et al., 

2014, p. 30).  The concept may ensure that the priests continue to perform their roles 

efficiently.  They are also bound to be more interested in serving other people. 

One of the areas in which transformational leadership is applied in the Catholic 

priesthood is based on the aspect of celibacy.  With the reduction in the number of people 

willing to become Catholic priests over time, the Vatican has brought up suggestions 

aimed at reversing its stand on celibacy among Catholic priests (Francis & Crea, 2015, p. 

828).  Pope Francis reiterated the idea in November 2017, when he indicated that there 

are plans to rethink the rule that has stood for centuries.  As a result, overhauling the 

celibacy rule could thus lead to the ability for more people to follow their vocational call 

to become Catholic priests.  Furthermore, it may provide for more parishes to have their 

own resident priests as opposed to the current trend where some parishes share the same 

priest (Ferrari, 2017, p. 226).  The priests apply transformational leadership by ensuring 

that their congregants can be keener on their spirituality.  For instance, they are bound to 

motivate the congregants to be more willing to confess their sins to receive the necessary 

atonement.   

 

Transactional Leadership. The element of transactional leadership is deeply 

embedded within the Catholic structure.  It is primarily aimed at ensuring that the 

different tasks are well-handled.  It eases the number of duties Catholic priests need to 

conduct.  It also orients other congregants and young people to the form of leadership 

applied to the Catholic Church (Vann et al., 2014, p. 31).  As a result, it creates an 

excellent opportunity for passing the leadership mantle from one generation to another.  It 
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also makes people feel part of the church as they participate in the various processes that 

are ordinarily reserved for the priests only.  Transactional leadership style is 

characterized by the element of the chain of command.  The different people involved in 

running the activities of the Catholic Church are more likely to delegate duties to others.  

They are also able to adhere to a thorough reporting structure that enables them to 

conduct their missions with great ease.   

Through the use of altar boys and women religious, Catholic priests can direct 

them to the various services they may need to perform within the parishes (Grant, 2017, 

p. 25).  The priests are left with the leading role of ensuring that the different duties are 

well-conducted.  They also need to motivate the women religious and altar boys to 

perform their various roles effectively.   Likewise, they can suggest needed changes in 

their practices for efficiency.  Through this process, there is a greater chance that more 

people will be willing to serve in the church as altar boys (Kessler & Kretzschmar, 2015, 

p. 7).  Furthermore, they can encourage others to assist in serving the multitudes.  They 

also offer the necessary guidance for people willing to become Catholic priests.  The 

concept ensures that more young people are interested in the tenets related to the Catholic 

priesthood.  Hopefully, they may become interested in serving in the priesthood.   

 

Situational Leadership. Catholic priests also apply situational leadership in their 

practices.  This leadership style is predicated on the idea that leadership is not restricted 

to only one method (Vann et al., 2014, p. 32).  However, various techniques may be 

applied by priests operating in parishes.  Thus, Catholic priests are likely to focus on 

different factors before committing to some form of leadership style.  One such factor is 
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based on the culture of their congregants (Kawashima, 2016, p. 42).  For instance, when 

priests serve highly-literate congregations, they apply the transactional concept.  This 

process ensures they can assume various leadership sub-roles within the church 

(Nwadike, 2015, p. 2).  The priests may focus on delegating some of the roles found 

within the Catholic Church with the idea of dialing back on different activities.   

Catholic priests may, however, choose to engage in a more transformational style 

if they serve in parishes where needed changes are enacted.  For instance, when 

parishioners’ activities do not align with Catholic Christian values, the priests can be 

essential in correcting their behavior (Smith, 2016, p. 433).  Ideally, the parishioners 

would avoid these erstwhile practices and behaviors.  Therefore, priests could focus on 

innovative methods designed to produce desirable outcomes related to Catholic Christian 

principles and values.   

Situational leadership is desirable in the Catholic priesthood since it presents a 

possibility of identifying some of the prevailing circumstances in the work of a priest.  It 

may offer him the relevant guidance required to better serve the congregants.  Priests can 

learn the necessary communication skills applicable to their preferred leadership style 

(Okonkwo, 2015, p. 7).  For instance, leaders can be predisposed towards motivating and 

inspiring parishioners.  The concept is designed to improve the situation by ensuring 

more people are willing to assume leadership roles in their parishes.  Furthermore, they 

have the opportunity to motivate others to become involved in the parish leadership 

practices.  

The different leadership styles applied by Catholic priests are critical towards 

spreading their influence.  Likewise, they can improve their personal and professional 
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relationship with their parishioners.  They have the ability to assess the parishioners’ 

needs and resolve them.  For instance, they can apply a transactional leadership style if 

the priest has a sophisticated congregation.  This style is effective if the priest is 

comfortable in delegating roles.    

 

Restructuring in the Leadership of Catholic Parishes 

In the current society, many Catholic churches are undergoing some form of restructuring 

to ensure operations are performed effectively and efficiently.  This restructuring 

provides some ease of the workloads on the part of the priests.  In this regard, the priests 

have the opportunity to take note of some of the problems experienced within the parish 

(Zech & Gautier, 2004, p. 143).  There are various factors facilitating the need to 

restructure the leadership hierarchy such as the declining number of Catholic priests.  

This decline resulted in restructuring leadership within parishes to optimize Church 

operations. 

One of the changes in the leadership structure has been the introduction of team 

priests.  The change enables various priests to share pastoral parishes as part of multiple 

teams.  The principal effect of pastoral teams is to reduce the number of churches 

operating without a priest (Zech & Gautier, 2004, p. 143).  Ideally, priests provide 

rotational services to meet the spiritual needs of their parishioners. 

The Catholic leadership has also had a chance to adopt instances of non-priest 

pastors.  With the reduction in the number of Catholic priests, the need emerged to 

approve the use of non-priest pastors to close the existing gap (Zech & Gautier, 2004, p. 
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143).  This case is of great importance since it ameliorates the lack of proper spiritual 

nourishment on the part of the parishioners.   

Another methodology applied by the Catholic Church is the use of cluster 

parishes.  Based on Canon 526.1, the article details that a priest may be appointed to 

preside over more than one parish.  Parish clustering, therefore, maximizes priest 

coverage due to the few priests currently in service.  This process is important since it 

ensures that priests will perform their duties (Zech & Gautier, 2004, p. 143).  Church 

priests demonstrate the ability to address the scarcity by serving congregations 

efficiently. 

 

Challenges Experienced by Catholic Priests in Passing over Leadership 

Despite the different measures initiated by the Church to ensure a smooth succession of 

priests, various challenges arose within the leadership structure.  With such a view, it 

makes it difficult for priests to identify and nurture people willing to assume the 

leadership mantle.  One such element is that of a change in culture (Drucker, 2011, p. 

229).  Culture is never static.  Therefore, there is a chance that people are more interested 

in engaging in the prevalent actions of the current world.  As the world becomes more 

interactive, there is a fusion of cultures.  People are becoming more liberal.  Therefore, 

they are willing to adopt worldly elements inconsistent with the Church.   

Catholic priesthood, however, requires a high level of sacrifice.  Therefore, 

people can help sustain Church leadership by demonstrating resilience.  As a result, 

leadership stability in Church engagements is necessary (Drucker, 2011, p. 229).  This 

ensures young men will not avoid their calling to become priests.  The existence of ever-
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changing cultures around the world threaten the choices of young people to become 

priests.   

High expectations from the Church leadership also threatens their choices to enter 

the priesthood.  There is the view that “The priest cannot be a common man.  Of 

necessity, he belongs” (Drucker, 2011, p. 227).  A young man who is privy to such 

information can develop some form of fear, especially in relation to the level of 

expectation put upon him.  Such a person may feel like he cannot live up to the 

expectations of a Catholic priest.  The aspect of a human being subjective to weakness 

and act in a manner contrary to expectations is not well-addressed.  As a result, young 

people are wary of assuming a more challenging role.  This scenario could result in 

young people having a sense of failure in themselves and the entire Catholic fraternity.   

Another potential problem for younger priests is the renewed expectation 

congregants possess regarding their administration.  The current world has been marked 

by many social changes that may create some differences regarding the various issues 

priests address.  For instance, one potential problem within the current society is the 

concept of marriage and relationships (Schroth, 2011, p. 152).  The aspect of human 

rights also comes into view.  With such aspects, priests must accept the fact that they 

must deal with more pressing issues compared to the simpler issues of earlier times.  

With due clarity, there is a view that priestly duties in the current world have become 

even more daunting.  A Catholic priest needs to ensure that he can meet the different 

challenges people experience with a high level of wisdom and sound judgment.  With 

such regard, there is the view that younger priests believe their level of sacrifice will 

outweigh their abilities.   
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The aspect of politics and our current societal revolution has complicated the 

recruiting process of young priest for Church leadership.  The major problem is borne of 

the fact that the element of the Catholic democratic movement has been experiencing a 

downfall.  The issue creates enormous challenges since it does little to influence the 

willingness of younger people to be involved in different Church leadership activities.  

With such regard, there is the possibility that young people feel indifferent in relation to 

growth while in the Church (De Maeyer, 2016, p. 58).  As many people shift sides 

towards adopting more Protestant tenets, it is likely that will do little to encourage young 

people to remain in Church.  Priests will also be less willing to support young people to 

assume various leadership positions in the Church, which prepares them for willingness 

to become Catholic priests at the right moment.   

The case of political influence on Catholicism also aligns with modernization.  As 

the notion of modernization sweeps over the society more people become willing to 

adopt some of the trends they experience around them.  One of the concepts that come 

into view is based on the perception of utilizing the element of liberalism.  As people 

seek freedom, they attempt to look for positions that do not “tie” them to one point.  As a 

result, priests may involve young people in different church activities that offer them the 

level of flexibility in which they might be interested.  This means that perspective 

individuals might not wish to get involved in activities such as being Catholic priests.  It 

says that young people do not have the chance to run away from it when they are no 

longer interested (De Maeyer, 2016, p. 58).  As a result, older Catholic priests then 

experience a significant challenge in choosing individuals who demonstrate the ability to 
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keep in line with the expectations placed upon them.  This mean that Catholic priests 

need to take the high road to attract young people into Church leadership.   

 

Lessons from the Past 

There is a need to learn from past occurrences in promoting young men to become 

Catholic priests.  These proposals are geared towards improving upon the zeal and 

interest of younger people (Madsen, 2003, p. 468).  Younger people must realize that 

they play an integral role in the current world.  In this instance, they may be willing to 

participate more where they can use their various strengths and competencies.  Young 

people can observe different activities in order to remain reliable and trustworthy to meet 

the expectations of a Catholic priest.   

The Catholic revival during the Reform Era could create interest in the 

priesthood.  It was a period marked by many reforms.  Quite significantly, it was a period 

characterized by a high level of social and economic development.  More people were 

interested in participating in activities to help their economic growth.  As a result, 

religion appears to be loosely attached to the minds of people.  The situation, therefore, 

prompted a considerable challenge to Catholicism (Madsen, 2003, p. 468).  

Unfortunately, it also demonstrated that people are willing to back out.  Notably, it was 

important to retain young people within the Church (Conway, 2011).  This establishes the 

saliency of people assuming an integral role in the perpetuity of the Church.   

Catholic Priests, such as the ones in China, are at the forefront of calling for 

actions relevant towards ensuring that more people become interested in joining the 

priesthood.  One of the steps they took lay in remaining with the people.  As a result, 
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people viewed them as a source of great solace.  Young people have the opportunity to 

visit the priests and obtain guidance regarding the different problems experienced in their 

own lives.  The process means that such individuals might have a more positive attitude 

towards Catholicism.  The priests will also have the ability to guide their young ones 

about becoming Catholic priests (Madsen, 2003, p. 468).  Young people have the idea 

that through becoming Catholic priests, they will be better able to meet the challenges 

that lay ahead.  They may, therefore, have the willingness to emulate what they observe 

around them.   

 It is of great importance for the Catholic Church in the current world to learn 

from the lessons of the Reform Era. Therefore, much attention should be placed on 

ensuring that families are targeted.  The importance of focusing on families is based on 

the fact that priests have the chance to interact with young people.  As a result, Catholic 

priests demonstrate the ability to project a good image as it relates to some of the actions 

involved to become Church leaders (Madsen, 2003, p. 469).  The excellent relationship 

between the Church and the community increased the willingness of many people to 

become priests.  The families of young people are also willing to support them since they 

have a good idea of what it means to become a Catholic priest (Covell, 2005, p. 63).  

Such families, therefore, retain the view that by having one of their own as a Catholic 

priest offers them an excellent opportunity to identify with what is regarded to be a good 

thing in their society.  When the Church focuses on families, priests have more 

opportunities to influence young people who might opt for the priesthood.  When young 

people are exposed to excellent Church leadership, and there is a good relationship 

between the Church and the community, they are more likely to consider the priesthood 
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as their vocation.  Also, their parents are more likely to be proud of their sons becoming 

priests and serving the community in an honorable way. 

Education is perhaps one of the greatest tools priests could use to generate interest 

in joining the priesthood.  Education is deemed to be quite remarkable since it orients 

people to previously unknown situations.  Such people also have the chance to identify 

how they could take advantage of some situations at their disposal (Rossotti, 2017, p 

237).  The process of education is deemed to be of great importance.  For instance, 

through the process of repetition, young people have the opportunity to learn priesthood 

expectations.  Therefore, young people will have the willingness to adopt some practices 

and virtues essential for improving their behavior.  It is also through the process of 

education that young people can enter into a discussion of requisite priesthood skills.   

 This process enables priests to identify some of the issues that discourage young 

people from becoming priests.  With such regard, young people may share some of their 

fears and imitations, which could impact their ability to carry out the role of a priest.  

This scenario could create a situation where the priest offers young people advice on 

requisite actions to motivate young men into the priesthood (Blork, 2008, p. 19).  Such 

young people also have the chance to interact with their peers with the view of 

showcasing to them the values involved in becoming a priest.  Through the process of 

projecting a good image of a Catholic priest, there is the chance of attaining desirable 

outcomes.  For instance, this means that the Catholic Church achieves some level of 

perpetuity.  This will provide priests with a larger pool of candidates to select succeeding 

priests.   
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Education is also vital in terms of selecting future priests.  The young people have 

the chance to understand some of the important concepts related to priesthood (Rossotti, 

2017, p. 237).  For instance, when young people are spiritually uplifted, they can develop 

values and virtues beneficial to the priesthood.  Young people will, therefore, have the 

opportunity to significantly impact others.  Another advantage tangential to educational 

achievement is the development of young people’s confidence within their respective 

activities.  

Another lesson learned is based on the importance of the Republican Movement.  

This aspect arose from the notion that a reconciliation of beliefs from Catholicism and 

other types of Christianity can occur.  This situation could expose young non-Catholics to 

Catholicism.  Conversely, Catholics will be exposed to other factions in Christianity (De 

Smaele, 2016, p. 63).  Priests can accept other forms of Christianity by demonstrating the 

ability to motivate young people to participate in activities appealing in the outside world.  

Priests’ involvement inside the Church also provides opportunities for young people to 

model them.  The process is essential, given the fact that it creates a high chance for the 

continuity of leadership within the Catholic Church.  

Another applicable methodology for including young people into the Catholic 

Church leadership is to move away from discontinuity to consolidation by integrating 

into the surrounding community.  The process, generally, means that many people within 

the community become willing to associate with the Church (Gleason, 2004, p. 583).  

Likewise, young people can observe Church leadership up close.  Ideally, there is a 

chance that it portrays a good image within the community (Vassileva-Karagyozova, 
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2015, p. 132).  This positive image also means that more young people may desire to 

interact with Church leadership and become interested in the priesthood.   

 

Summary 

To sum up, leadership among priests and bishops in the Catholic Church is threatened by 

the lack of young people willing to assume the role.  As a result, the continuity of Church 

leadership from one generation to the next is in doubt.  The management of the Catholic 

Church, therefore, needs to adopt critical measures in attracting young people. 

Through the process of integrating young men into the Church at a young age, 

there is the likelihood that some will become priests and bishops.  Also, the Church 

should form a close relationship with the existing community.  This integration of the 

young men provides the priesthood with an excellent image to the community.  As a 

result, many people will be willing to associate with the Church.  Young people may 

wish to join the Church.  This task of inclusion is essential, given the fact that it increases 

their chances of entering the leadership positions found in the Church.  The following 

chapter outlines the methods and procedure used in the study. 
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Chapter Three 

 

Methods and Procedures 

 

 

 

 

Introduction 

This study examined leadership perceptions among priests, bishops, and other Church 

leaders.  These perceptions include the change of leadership responsibilities within the 

church as the priesthood duties are transferred to the next generation.  From the literature 

review in Chapter Two, it is evident that Church leadership is threatened by the declining 

number of young people becoming priests.  The literature review established that for a 

church to be successful in leadership succession, it must first educate potential priests on 

the requirements of leadership.  Furthermore, one must consider the childhood 

environment of aspiring priests.  This chapter presents the qualitative procedures adopted 

to test the hypothesis that a significant problem in ensuring that Church leadership is 

successfully passed to succeeding generations.  Lastly, this chapter describes the research 

paradigm, study design, data collection measures, sampling procedures, and statistical 

tests that construct the research methodology. 

 

Research Paradigm 

Chapter Two detailed the necessity for older priests to pass down the leadership mantle to 

younger priests while understanding the dynamics involved.  Thereafter, they can 

respond by engineering means that would compel the younger priests to develop a sense 

of commitment to the priesthood.  It is also paramount that the older priests understand 
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and appreciate the various childhood environments of aspiring priests.  To investigate this 

hypothesis, this study integrates both quantitative and qualitative examination of the 

changing perceptions in today’s Church leadership.  A qualitative approach is employed 

since it is the preferred method when investigating issues involving social constructs in 

society.  Deductive reasoning was applied in testing the above-stated hypothesis, 

analyzing and making possible inferences from the results.  Using this method, interviews 

were determined to be the best approach for obtaining information from the priests.  For 

instance, interviewing is a powerful tool for gaining insight into people's experiences.  As 

discussed above, the qualitative methods would be used to collect vast data concerning 

the subject under study.  The data was subjected to empirical analysis using the 

quantitative approach to gather information from the qualitative data.  Owing to the 

nature of the relationship between the priests and their diocese employer, it is prudent 

that confidentiality is maintained throughout the study.  Therefore, it is vital that 

individuals' identities remain anonymous by using codes to represent the names of the 

participants.   

This analysis is designed to determine whether priests are aware of a change in 

perceptions towards Church leadership as the leadership is extended to younger priests. 

With qualitative analysis, it is easier to study such social processes and design resultant 

units of analysis.  In this case, the groups of investigations would include the relationship 

between older and younger priests, perceptions by the younger priests, challenges 

involved in the church leadership, church organizations, and priesthood responsibilities.  

The interviews explored the opinions of younger priests recently ordained in the field of 

the clergy towards church leadership.  Open-ended questions were designed and used as 
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data collection tools focusing on the comments from both the older and newly appointed 

priests regarding the direction of the church.  The study design that follows provides 

further explanation of the study variables, the sampling procedures that were employed, 

and the tools engaged in data collection. 

 

Research Design 

According to the hypothesis stated in the research paradigm above and the social nature 

of the study questions, this study employed exploratory survey design.  An exploratory 

approach will be essential in exploring the problem of passing down the leadership 

mantle to the younger generation of priests. Also, the method aids in exploring the study 

questions of a given phenomenon, although they never provide conclusions one could use 

in decision making and would require an extra quantitative evaluation to assert the 

findings.  However, it equips researchers with a better insight into a given problem, 

which is helpful when defining a given hypothesis; hence forming the basis for future 

empirical studies. 

To establish whether the perceptions pertaining to Church leadership were 

changing as the priesthood mantle is passed from one generation to another, the study 

adopted the Mehrabian-Russel model to collect the necessary data.  The causal-

comparative design was utilized to investigate the relationship between responding 

adequately to the young generation priests’ expectations and their decision to become 

ordained priests amidst issues of modernity and changing cultures as stated in the 

literature review section in Chapter Two.  Concerning the Mehrabian-Russel model, the 

study utilized a cross-sectional descriptive survey that examine whether the problem of 
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passing on the leadership mantle to younger priests was affected in any way by the 

changing cultures and advancements in technology regarding social media and the role of 

the church in this.  Even though designing opening-ended questionnaires is a tedious 

endeavor, they were designed and employed in data collection by targeting the newly 

ordained priests and older priests.  

Self-administered questionnaires were distributed across Catholic seminaries 

within the study area to obtain the opinions of the participants on the current leadership 

trends in the Catholic Church.  Likewise, the study sought to ascertain the validity of the 

data collected by way of participant interviews.  Study questionnaires were vital in 

establishing the connection between a young priests’ decision to sign up for priesthood 

and the old priest’s role in this.  Therefore, the dependent variable sought to understand 

the perception of transferring the leadership mantle from older to younger priests while 

investigating the changing perceptions concerning church ministry against the 

independent variables of the decision by younger priests to commit to the Deity.  

 

Dependent Variables 

In this section, the study investigates whether the resultant perceptions towards church 

leadership are in any way related to the dependent variables.  Young priests’ commitment 

to the priesthood was assessed regarding the measures taken in preparing them for this 

holy task.  To achieve this task, the researcher assessed the leadership roles of older 

priests in the Catholic Church and the challenges involved in the pursuit of these 

leadership positions.  Also, the study reviewed techniques instituted by the Catholic 
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Church towards ensuring that more young individuals are initiated into the priesthood as 

a lifetime affair. 

 

Independent Variables 

From the study design above, independent variables mainly investigated underlying 

factors influencing the transfer of the leadership mantle from older to younger priests. 

The research focused on the thesis statement that for the church to realize growth in 

transferring the leadership mantle from more former priests to younger ones, She must 

first understand how to respond to aspiring priests’ needs.  In this section, other factors 

such as cultural dynamics, changing management in the Catholic Church administration, 

advancement in the technology, and its influence on the church among other factors, was 

examined to determine their impact on young generation’s perception towards 

priesthood. 

 

Sampling Procedures 

Convenience sampling technique were adopted in assessing the opinions of newly 

ordained priests, transitioning from their respective seminaries into their first few years of 

priesthood.  Employing a convenience sampling technique is a prudent way to address the 

bias that may arise from using random sampling techniques.  Additionally, convenience 

sampling is vital in circumventing the limitations of time and the cost of collecting data. 

However, the researcher acknowledges the fact that the use of a convenience sample may 

include bias.  However, it will be appropriate in this case because the use of a random 
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sample would involve some inequalities in the selection of participants, and would 

require a pure sample of both old and younger priests involved in the study.  

While collecting the primary data, the anonymity of the participants was 

guaranteed so as not to taint their working relationship with their diocese employers. The 

Catholic Church participants in the study were issued a consent form explaining the 

academic purpose of the survey before being recruited into the study.  IRB letters 

describing the university’s code of ethics concerning research work were distributed to 

the institutions covered in the study before data collection.  The research was inclined 

towards assessing whether expectations of newly ordained priests have been met during 

their leadership transition.  Therefore, a survey was e-mailed to selected churches and 

seminaries using questionnaires and structured interviews to test the study hypothesis.  

The interviews were scheduled to last for 45 minutes to allow the interviewees to 

explore their opinions.  However, the number of participants was reduced to five 

comprised from each of the four categories representing every diocese owing to the time 

limitations.  For the study to be valid, the randomly selected interviews were compelled 

to provide the most information possible. To some extent, it forced the researcher to 

employ a random selection of interviewees from the seminaries under study using the 

Rockford’s Clerical Directory 33.  Afterward, the first name from newly ordained priests' 

list that fulfilled the study criterion was contacted via e-mail and invited to take part in 

the research.  Care was taken when dealing with the diversity of Catholic churches 

regarding opinion by the use of purposive sampling.  The current Catholic Church has 

been marred with politics of faith, and it is on the verge of a great division.  Therefore, 

random sampling was applied once the individual had met the study criteria. 
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Methods and Instruments for Data Collection 

After having exhausted and established all the epistemological assumptions involved, the 

next task was the actual collection of data.  At this point, developing the right tools for 

data collection is essential as previously discussed in the research design section.  The 

investigation would use structured interviews to acquire primary data from the curates 

and the old priests across Catholic churches and seminaries as the main participants. 

Owing to the different locations of the churches under study as well as time limitations, 

the researcher trained a few individuals to aid in the collection of data using the open-

ended questionnaires.  However, due to the issues of confidentiality, the researcher 

personally conducted the interviews.  Furthermore, personal privacy is highly valued 

among clergy, and they tend not to open up to those outside the priesthood dominion.  In 

addition to the aforementioned data collection tools, the researcher devised focus group 

discussions for curates.  This platform will create room for the curate to share their 

experiences about the priesthood life and what factors led them to pursue the priesthood.  

The focus group discussion sessions were tape recorded for later transcription. 

The structured interviews involved newly ordained priests, priests in the field for 

their first five years of priesthood, older priests, and those still in training seminaries. 

While collecting data, it was prudent to maintain the integrity of the study as discussed in 

the ethics section later on in this chapter.  To devise a preferred praxis model with a 

pivotal process, cataloguing their experience was vital.  Therefore, older priests and those 

in the field for at least the last five years formed the primary focus in understanding the 

changing trends in Catholic Church leadership as the leadership mantle is passed down 
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from one generation of priests to the next.  At some point, the interviews allowed 

respondents to influence the agenda of the study.  The best data collection tool, as 

discussed earlier was the use of unstructured questionnaires which provided an 

opportunity for respondents to share their opinions.  However, such informal surveys are 

always longer and more expensive and more tedious.  Therefore, the researcher limited 

the questionnaires to 10 and administered them in a more structured manner.  The step 

was critical in managing the collected data. 

 

Data Analysis and Presentation 

The study employed a causal-comparative design in determining the effect of changing 

perceptions on the smooth transition of priesthood from one generation to the next.  The 

choice of this method of analysis was in line with the researcher’s study objectives which 

sought to establish whether the independent variables influenced the dependent variables 

in defining the study hypothesis.  A Correlated Sample T-test was performed to 

determine the differences in the means of older priests and those newly ordained in the 

priesthood.  Descriptive statistics were utilized to describe the demographics and 

characteristics of the respondents whereas the inferential ones will be used to deduce 

inferences from the selected sample population.  Also, a chi-square test was conducted to 

establish whether a significant statistical difference between the perception of the older 

priests and the newly ordained priests concerning the changing attitudes in the leadership 

of the church existed. The chi square test was run through the SPSS Version 22 software 

in order to examine the P-Value provided by the SPSS Software.  
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The data analysis process began with a descriptive analysis of the results in which 

the missing value patterns and their treatment was performed.  Also, the descriptive study 

encompassed a description of demographic factors of the sample population.  The first 

step was a preliminary analysis of the collected data.  This stage included both 

Hierarchical Multiple Regression and Multiple Regression Analyses.  In general, this 

logical step involved the Pearson’s Correlation analyses and run of Reliability tests.  All 

analyses were inclined towards obtaining alpha coefficients with correlation tables for 

those variables that had qualified for HMR and MR analyses.  Reviews with the principal 

components focused on factors such as commitment to the priesthood, the faith of the 

participant’s family, one’s religious experience, and the cognitive models.  Then, 

adequacy of the correlation matrix was deduced with the aid of Bartlett’s Test of 

Sphericity.  The results of this stage was subjected to Hierarchical Regression. 

A reliability test for every data collected was undertaken during this second step 

involving the Hierarchical Regression.  When measuring the reliability of data collection 

instruments, a Cronbach’s alpha was employed to aid in assessing the consistency of each 

scale using an alpha coefficient of .70 (an acceptable measuring standard) as a cut-off 

point.  Afterward, only those measurement scales that recorded an adequate Cronbach’s 

alpha were adopted in the Hierarchical Multiple Regression analyses.  Also, Pearson’s 

Correlation tests were conducted to ascertain whether all independent variables had a 

relationship with at least one of the dependent variables.  

The third step of the data analysis involved the HMR analyses to map out the 

most reliable information on the priestly responsibilities regarding changing the 

perception of what was required to be part of Church leadership.  The fourth and final 
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step in the data analysis was the MRA, which analyzed the effect of the changing 

opinions on the younger generations who opted for the priesthood.  Finally, the results 

from the refined data were presented by the use of statistical graphs, tables, and pie 

charts. 

 

Ethical Considerations 

As discussed earlier in the study design section, issues of confidentiality were rigorously 

addressed during the data collection since the research involves human subjects – older 

Catholic priests, newly ordained priests, and seminarians.  Therefore, this study remained 

consistent with the research guidelines provided in Appendix A, the Institutional Review 

Board (IRB).  The study also conformed to the provisions of the American Psychological 

Association (APA) concerning research ethics and format.  Particular attention was paid 

to critical events in the study such as the recruitment of participants and guidelines on 

voluntary participation.  Personal details of participants remain anonymous, and data 

were well protected.  Qualified participants were presented with consent forms via e-mail 

prior to the study which outlined the study objectives, and how identities and anonymity 

were protected.  Their roles in the research are stipulated in the consent form.  Finally, 

the participants’ anonymity was protected by the use of codes to represent names while 

safeguarding their relationship to other clergy members and employers.  The following 

chapter provides data gathered to help explore the leadership styles currently employed 

by younger and older priests.  
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                                                            Chapter Four 

 

Research Findings 

 

 

Introduction 

The chapter provides findings on a study conducted to determine Catholic priests’ 

leadership perceptions.  The researcher used the Excel data analysis tool kit to determine 

the relationship between the independent and dependent variables.  The connection 

between the two variables was tested by the use of ANOVA and chi square.  The tests 

determine whether the specific independent variables had a statistically significant 

relationship with the leadership among Catholic priests.  Both the ANOVA and the chi 

square test indicated that there was no significant or statistical difference between the 

leadership styles and the outcomes in terms of influence on young people to become 

leaders.  

 

Description of the Subjects 

The sample population included priests, bishops, and archbishops from across the United 

States.  The respondents were drawn from 18 Dioceses. The sample also included two 

Bishops belonging to the United States Catholic Conference of Bishops.  The dioceses 

targeted included the Archdiocese of Louisville (KY), Diocese of Colorado Springs 

(CO), Diocese of Springfield in Illinois (IL), Eparchy of St. Josaphat-Parma (OH), 

Diocese of Honolulu (HI), Diocese of Lafayette in Indiana (IN), Diocese of Lubbock 

(TX), Archdiocese of Miami (FL), Diocese of Erie (PA), Diocese of Orange (CA), 
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Diocese of Rapid City (SD), Diocese of Salina (KS), Archdiocese of San Francisco(CA), 

Diocese of Scranton (PA), Archdiocese of Tulsa (OK), Diocese of Madison (WI), and the 

Archdiocese of Milwaukee (WI).  The total sample size was 134 respondents.  The mean 

age of the respondents was 53.91.  The median age for the priests was 55 years.  The 

mean age of “Younger Priests” was 39.73.  The median age of “Younger Priests” was 39 

years.  The mean age of “Older Priests” was 65.45.  The median age of “Older Priests” 

was 65 years.  

Of the respondents, 60 of them had less than 20 years in priestly ministry.  They 

accounted for 44.78 percent of all the respondents.  Seventy-four of them have 20 or 

more years in priestly ministry, accounting for 55.22 percent of the respondents.  

Furthermore, 8.96 percent (N = 12) of the respondents were from religious orders while 

91.04 percent (N = 122) of them were diocesan priests.  Next, 61.19 percent (N = 82) of 

the respondents were over 50 years old while 38.81 percent (N = 52) of the respondents 

were aged below 50 years. Likewise, 58.21 percent (N = 78) were members of a diocese; 

37.31 percent (N = 50) of the respondents were members of an archdiocese; 4.48 percent 

(N = 6) belonged to other groups [belonging to an eparchy or a bishopric].  It was 

concluded that the majority of the respondents were determined to be “Older Priests.”  

Study findings also showed that 77.61 percent (N = 104) of the respondents were 

open to change within the leadership of the Church.  Next, 1.49 percent (N = 2) were 

opposed to any change within the leadership of the Church.  Likewise, 20.89 percent (N = 

28) of the respondents were unsure about being open to change in leadership in the 

church.  Over half, or 57.46 percent (N = 77) of the respondents indicated that they have 

changed styles since being ordained.  Conversely, 36.57 percent (N = 49) indicated that 
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they have not led any change in the dioceses since being ordained.  A very small group of 

priests, or 4.48 percent (N = 6), indicated that they are considering instituting a change in 

their dioceses while an even smaller group, 1.49 percent (N = 2) state they are in the 

process of a change.  

Therefore, the index indicated that the majority of the Catholic priests were 

willing to adopt change in their dioceses.  They are bound to establish the specific 

leadership style moves that other members of the church may be willing to adopt.  As a 

result, there is a high possibility of them influencing one another more into adopting the 

specific changes that would enable them to perform much better in their Dioceses.  

 

Analysis of the Research Questions 

The questionnaire was administered on a total of 134 respondents.  In the survey, priests 

with 20 or more years of service were considered to be belonging to an “Older 

Generation” while those with 19 or less years of service were considered to be from a 

“Younger Generation.”  The aim was to determine the priests’ preferred leadership styles 

with reference to the services that they offered at their (arch)dioceses/eparchies.  Some of 

the styles the researcher targeted included; Autocratic, Charismatic, Coaching, Cross-

Cultural, Democratic, Facilitative, Laissez-faire, Strategic, Team, Transactional and 

Transformational leadership styles.  The data was coded into an Excel file and the 

findings established in line with the chi square and ANOVA tests.   

A chi square test of the different leadership styles between younger and older 

priests showed a P-value of 0.268.  Therefore, the findings indicate that there is no 

significant difference in leadership styles between those that “Younger Priests” prefer 
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and those that “Older Priests” prefer.  The findings indicate that the number of years a 

“Young Priest” has served has no influence over the kind of leadership style that he 

would use in his role as priest.  

The findings also indicate that “Younger Priests” prefer a facilitative form of 

leadership as compared “Older Priests.”  The finding is a result of the p-value of 4.09. 

The result occurs because the p-value is larger than the 0.05 index that reveals a 

statistically significant relationship between a “Young Priest” and his ability to use a 

facilitative leadership style.  

The findings also detail that “Older Priests” also prefer a facilitative form of 

leadership.  The index revealed a p-value of 3.31.  The figure is determined to be higher 

than 0.05.  Thus, there is a high level of willingness of both “Younger Priests” and 

“Older Priests” in adopting a facilitative form of leadership with respect to ensuring that 

they are able to influence those same leadership practices within the parish.  
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Table 1. Chi Square: Comparison of Younger and Older Priests with Regards to   

   Leadership Styles: Style Younger Priests Find Effective. 

FINDINGS 
A chi square test indicated there was NOT a statistically significant difference between 

the leadership style that younger priests found effective as it relates to perceived 

effectiveness between younger and older priests, (22.23 [8, N = 134] = 22.23, p > .05). 

 Data Table 

  younger older ∑ 

Autocratic 18 38 56 

Charismatic 2 4 6 

Coaching 2 0 2 

Cross-Cult/Vision/Laissez 2 4 6 

Democratic 2 2 4 

Facilitative 6 0 6 

Strategic Leadership Style 8 14 22 

Team 10 10 20 

Transformational 10 2 12 

 60 74 134 

Table for Calculating χ2 

  Observed O Expected E (O-E)2 (O-E)2/E 

YOUNGER Autocratic 18 25.07 50.05 2.00 

YOUNGER Charismatic 2 2.69 0.47 0.18 

YOUNGER Coaching 2 0.90 1.22 1.36 

YOUNGER Cross-Cult/Vision/Laissez 2 2.69 0.47 0.18 

YOUNGER Democratic 2 1.79 0.04 0.02 

YOUNGER Facilitative 6 2.69 10.98 4.09 

YOUNGER Strategic Leadership Style 8 9.85 3.43 0.35 

YOUNGER Team 10 8.96 1.09 0.12 

YOUNGER Transformational 10 5.37 21.41 3.98 

OLDER Autocratic 38 30.93 50.05 1.62 

OLDER Charismatic 4 3.31 0.47 0.14 

OLDER Coaching 0 1.10 1.22 1.10 

OLDER Cross-Cult/Vision/Laissez 4 3.31 0.47 0.14 

OLDER Democratic 2 2.21 0.04 0.02 

OLDER Facilitative 0 3.31 10.98 3.31 

OLDER Strategic Leadership Style 14 12.15 3.43 0.28 

OLDER Team 10 11.04 1.09 0.10 

OLDER Transformational 2 6.63 21.41 3.23 

      χ2 22.23 

   P Value 0.17619 

Degree of freedom df = (r-1) x (c-1) = (9-1) x (2-1) = 8 

For df = 8, χ2 = 22.23 is greater than the critical value for α = 0.05 
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A chi square test of the leadership styles that the older priests had over the 

younger priests yielded a p-value of 0.002247.  Thus, since the p-value is larger than 

0.05, there is the indication that the null hypothesis is to be rejected.  The findings, 

therefore, show that there is no significant difference in relation to the leadership styles 

that the older priests would wish to adopt.  Thus, the number of years that older priests 

have had in practice does not impact on the leadership style that they practice.  
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Table 2. Chi-Square: Comparison of Younger and Older Priests with Regards to  

   Leadership Styles: Style Older Priests Find Effective. 

FINDINGS 

A chi square test indicated there was NOT a statistically significant difference between 

the leadership style that older priests found effective as it relates to perceived 

effectiveness between younger and older priests, (32.28 [8, N = 134] = 32.28, p > .05). 

 Data Table 

  younger older ∑ 

Autocratic/Transactional 18 4 22 

Coaching 0 4 4 

Democratic 16 14 30 

Facilitative 6 8 14 

Laissez-faire 6 0 6 

 Strategic Leadership Style 4 8 12 

Team 4 18 32 

Transformational/Charismatic 4 4 8 

Visionary 2 4 6 

 60 74 134 

Table for Calculating χ2 

  Observed O Expected E (O-E)2 (O-E)2/E 

YOUNGER Autocratic/Transactional 18 9.85 66.41 6.74 

YOUNGER Coaching 0 1.79 3.21 1.79 

YOUNGER Democratic 16 13.43 6.59 0.49 

YOUNGER Facilitative 6 6.27 0.07 0.01 

YOUNGER Laissez-faire 6 2.69 10.98 4.09 

YOUNGER Strategic Leadership Style 4 5.37 1.89 0.35 

YOUNGER Team 4 14.33 106.67 7.45 

YOUNGER Transformational/Charismatic 4 3.58 0.17 0.05 

YOUNGER Visionary 2 2.69 0.47 0.18 

OLDER Autocratic/Transactional 4 12.15 66.41 5.47 

OLDER Coaching  4 2.21 3.21 1.45 

OLDER Democratic 14 16.57 6.59 0.40 

OLDER Facilitative 8 7.73 0.07 0.01 

OLDER Laissez-faire 0 3.31 10.98 3.31 

OLDER Strategic Leadership Style 8 6.63 1.89 0.28 

OLDER Team 18 17.67 106.67 6.04 

OLDER Transformational/Charismatic 4 4.42 0.17 0.04 

OLDER Visionary 4 3.31 0.47 0.14 

      χ2 32.28 

   P Value 0.002247 

Degree of freedom df = (r-1) x (c-1) = (9-1) x (2-1) = 8 

For df = 8, χ2 = 32.28 is greater than the critical value for α = 0.05 
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A chi square test to determine the preferred style of leadership disclosed a p-value 

of 0.268.  Given the fact that the value is larger than 0.05, there are indications that there 

is no significant difference between the older priests and younger priests and the 

leadership styles they wish to practice.  
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Table 3.  Preferred Style of Leadership Among Older and Younger Priests. 

FINDINGS 

A chi square test indicated there was NOT a statistically significant difference between the 

preferred leadership styles of younger and older priests, (17.89 [7, N = 134] = 17.89, p > .05). 

 Data Table 

  younger older ∑ 

Autocratic/Transactional 4 2 6 

Coaching 4 4 8 

Democratic 0 8 8 

Facilitative 4 4 8 

Strategic Leadership Style 12 8 20 

Team 16 36 52 

Transformational/Charismatic 10 6 16 

Visionary 10 6 16 

 60 74 134 

Table for Calculating χ2 

  Observed O Expected E (O-E)2 (O-E)2/E 

YOUNGER Autocratic/Transactional 4 2.69 1.73 0.64 

YOUNGER Coaching 4 3.58 0.17 0.05 

YOUNGER Democratic 0 3.58 12.83 3.58 

YOUNGER Facilitative 4 3.58 0.17 0.05 

YOUNGER Strategic Leadership Style 12 8.96 9.27 1.04 

YOUNGER Team 16 23.28 53.05 2.28 

YOUNGER Transformational/Charismatic 10 7.16 8.04 1.12 

YOUNGER Visionary 10 7.16 8.04 1.12 

OLDER Autocratic/Transactional 2 3.31 1.73 0.52 

OLDER Coaching  4 4.42 0.17 0.04 

OLDER Democratic 8 4.42 12.83 2.90 

OLDER Facilitative 4 4.42 0.17 0.04 

OLDER Strategic Leadership Style 8 11.04 9.27 0.84 

OLDER Team 36 28.72 53.05 1.85 

OLDER Transformational/Charismatic 6 8.84 8.04 0.91 

OLDER Visionary 6 8.84 8.04 0.91 

      χ2 17.89 

   P Value 0.268408 

Degree of freedom df = (r-1) x (c-1) = (8-1) x (2-1) = 7 

For df =7, χ2 = 17.89 is greater than the critical value for α = 0.05 
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An analysis of variance test was conducted in line with showing the preference 

that both younger and older priests would have with regards to influencing the behavior 

of parishioners.  The findings show a p-value of 0.000197735 which is smaller than 0.05.  

Therefore, the findings indicated that the null hypothesis was rejected and state that there 

is a statistical difference between the number of years of service and the leadership style 

that they were likely to use.  A post-hoc test was required to test the hypothesis further.  

In the study, the researchers focused on eight leadership styles including autocratic, 

coaching, democratic, facilitative, strategic, team, transformational, and visionary.  Thus, 

the findings are appropriate in showing the most desirable leadership style among both 

the older and younger Catholic priests.  It also discloses the specific approach that they 

may seek to apply to ensure that they have adequate influence over other congregants in 

the Church as well as their willingness to make changes in their dioceses.   
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Table 4.  Single ANOVA Factor; Preference of Leadership Style of Priests. 

SUMMARY    

Groups Count Sum Average Variance 

Autocratic 6 308 51.33333333 257.0666667 

Coaching 8 384 48 127.4285714 

Democratic 8 582 72.75 23.64285714 

Facilitative 8 380 47.5 198 

Stra. Leader. Sty 20 1070 53.5 174.7894737 

Team 52 3034 58.34615385 209.7209653 

Transformational 14 616 44 258.1538462 

Visionary 16 774 48.375 319.45 

Charismatic 2 76 38 0 

ANOVA       

Source of 

Variation SS df MS F P-value F crit 

Between Groups 6885.572809 8 860.6966011 4.15500754 0.000197735 2.013257399 

Within Groups 25893.35256 125 207.1468205    

       

Total 32778.92537 133         

 

 

In order to determine which pairs of means were different, post-hoc tests were 

required.  A Tukey’s HSD was conducted for each pair of means.  A Tukey's HSD test 

was completed comparing the means of Autocratic (M = 51.33) and Coaching (M = 48) 

leadership styles.  The data revealed that no significant difference was found (HSD [133] 

= 0.90, p > .05).   

 

 

 

(F [8, 125] = 4.15, p < .05 

The results ARE statistically significant. 
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Table 5.  Tukey's HSD - Autocratic and Coaching Leadership Styles. 

Autocratic v Coaching 

Standard Error HSD Q stat df HSD (.05) 

207.1468 0.6065 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Autocratic (M = 

51.33) and Democratic (M = 72.75) leadership styles.  The data revealed that no 

significant difference was found (HSD [133] = 0.90, p > .05).   

 

Table 6.  Tukey's HSD – Autocratic and Democratic Leadership Styles. 

Autocratic v Democratic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 3.8966 133 0.1394472 

 

A Tukey's HSD test was completed comparing the means of Autocratic (M = 

51.33) and Facilitative (M = 47.5) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

 

Table 7.  Tukey's HSD – Autocratic and Facilitative Leadership Styles. 

Autocratic v Facilitative 

Standard Error HSD Q stat df HSD (.05) 

207.1468 .6974 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Autocratic (M = 

51.33) and Strategic Leadership Style (M = 53.5) leadership styles.  The data revealed 

that no significant difference was found (HSD [133] = 0.90, p > .05).   
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Table 8.  Tukey's HSD - Autocratic and Strategic Leadership Styles. 

Autocratic v Strategic Leadership Style 

Standard Error HSD Q stat df HSD (.05) 

207.1468 0.4574 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Autocratic (M = 

51.33) and Team (M = 58.35) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 9.  Tukey's HSD – Autocratic and Team Leadership Styles. 

Autocratic v Team 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.5982 133 0.8999947 

 

 

A Tukey's HSD test was completed comparing the means of Autocratic (M = 

51.33) and Transformational (M = 44) leadership styles.  The data revealed that no 

significant difference was found (HSD [133] = 0.90, p > .05).   

Table 10.  Tukey's HSD – Autocratic and Transformational Leadership Styles. 

Autocratic v Transformational 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.4767 133 0.8999947 

 

 

A Tukey's HSD test was completed comparing the means of Autocratic (M = 

51.33) and Visionary (M = 44) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   
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Table 11.  Tukey's HSD – Autocratic and Visionary Leadership Styles. 

Autocratic v Visionary 

Standard Error HSD Q stat df HSD (.05) 

207.1468 0.6072 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Autocratic (M = 

51.33) and Charismatic (M = 38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 12.  Tukey's HSD – Autocratic and Charismatic Leadership Styles. 

Autocratic v Charismatic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.6046 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Coaching (M = 48) 

and Democratic (M = 72.75) leadership styles.  The data revealed that a statistically 

significant difference was found (HSD [1206] = 0.001, p < .01).   

 

Table 13.  Tukey's HSD - Coaching and Democratic Leadership Styles. 

Coaching v Democratic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 4.8639 133 0.0218094 

 

A Tukey's HSD test was completed comparing the means of Coaching (M = 48) 

and Facilitative (M = 47.5) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 



McCrobie Perceptions in Leadership 

 

58 

 

Table 14.  Tukey's HSD – Coaching and Facilitative Leadership Styles. 

Coaching v Facilitative 

Standard Error HSD Q stat df HSD (.05) 

207.1468 0.0983 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Coaching (M = 48) 

and Strategic Leadership Style (M = 53.5) leadership styles.  The data revealed that no 

significant difference was found (HSD [133] = 0.90, p > .05).   

 

Table 15.  Tukey's HSD – Coaching and Strategic Leadership Style Leadership Styles. 

Coaching v Strategic Leadership Style 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.2919 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Coaching (M = 48) 

and Team (M = 58.35) leadership styles.  The data revealed that no significant difference 

was found (HSD [133] = 0.90, p > .05).   

 

 

Table 16.  Tukey's HSD – Coaching and Team Leadership Styles. 

Coaching v Team 

Standard Error HSD Q stat df HSD (.05) 

207.1468 2.6769 133 0.6036228 

 

A Tukey's HSD test was completed comparing the means of Coaching (M = 48) 

and Transformational (M = 44) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   
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Table 17.  Tukey's HSD – Coaching and Transformational Leadership Styles. 

Coaching v Transformational 

Standard Error HSD Q stat df HSD (.05) 

207.1468 0.8868 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Coaching (M = 48) 

and Visionary (M = 48.38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 18.  Tukey's HSD – Coaching and Visionary Leadership Styles. 

Coaching v Visionary 

Standard Error HSD Q stat df HSD (.05) 

207.1468 0.0851 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Coaching (M = 48) 

and Charismatic (M = 38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 19.  Tukey's HSD – Coaching and Charismatic Leadership Styles. 

Coaching v Charismatic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.2429 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Democratic (M = 

72.75) and Facilitative (M = 47.5) leadership styles.  The data revealed that a statistically 

significant difference was found (HSD [1206] = 0.001, p < .05).   
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Table 20.  Tukey's HSD - Democratic and Facilitative Leadership Styles. 

Democratic v Facilitative 

Standard Error HSD Q stat df HSD (.01) 

207.1468 4.9621 133 0.0175676 

 

A Tukey's HSD test was completed comparing the means of Democratic (M = 

72.75) and Strategic Leadership Style (M = 53.5) leadership styles.  The data revealed 

that a statistically significant difference was found (HSD [1206] = 0.001, p < .05).   

 

Table 21.  Tukey's HSD - Democratic and Strategic Leadership Style Leadership Styles. 

Democratic v Strategic Leadership Style 

Standard Error HSD Q stat df HSD (.01) 

207.1468 4.5216 133 0.0446757 

 

A Tukey's HSD test was completed comparing the means of Democratic (M = 

72.75) and Team (M = 58.35) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

 

Table 22.  Tukey's HSD – Democratic and Team Leadership Styles. 

Democratic v Team 

Standard Error HSD Q stat df HSD (.05) 

207.1468 3.7267 133 0.1827193 

 

A Tukey's HSD test was completed comparing the means of Democratic (M = 

72.75) and Transformational (M = 44) leadership styles.  The data revealed that a 

statistically significant difference was found (HSD [1206] = 0.001, p < .05).   
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Table 23.  Tukey's HSD - Democratic and Transformational Leadership Styles. 

Democratic v Transformational 

Standard Error HSD Q stat df HSD (.01) 

207.1468 6.3740 133 0.0010053 

 

A Tukey's HSD test was completed comparing the means of Democratic (M = 

72.75) and Visionary (M = 48.38) leadership styles.  The data revealed that a statistically 

significant difference was found (HSD [1206] = 0.001, p < .05).   

 

Table 24.  Tukey's HSD - Democratic and Visionary Leadership Styles. 

Democratic v Visionary 

Standard Error HSD Q stat df HSD (.01) 

207.1468 5.5312 133 0.0045963 

 

A Tukey's HSD test was completed comparing the means of Democratic (M = 

72.75) and Charismatic (M = 38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 25.  Tukey's HSD – Democratic and Charismatic Leadership Styles. 

Democratic v Charismatic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 4.3191 133 0.0664342 

 

 

A Tukey's HSD test was completed comparing the means of Facilitative (M = 

47.5) and Strategic Leadership Style (M = 53.5) leadership styles.  The data revealed that 

no significant difference was found (HSD [133] = 0.90, p > .05).   
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Table 26.  Tukey's HSD – Facilitative and Strategic Leadership Style Leadership Styles. 

Facilitative v Strategic Leadership Style 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.4093 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Facilitative (M = 

47.5) and Team (M = 58.35) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 27.  Tukey's HSD – Facilitative and Team Leadership Styles. 

Facilitative v Team 

Standard Error HSD Q stat df HSD (.05) 

207.1468 2.8062 133 0.5492219 

 

A Tukey's HSD test was completed comparing the means of Facilitative (M = 

47.5) and Transformational (M = 44) leadership styles.  The data revealed that no 

significant difference was found (HSD [133] = 0.90, p > .05).   

 

Table 28.  Tukey's HSD – Facilitative and Transformational Leadership Styles. 

Facilitative v Transformational 

Standard Error HSD Q stat df HSD (.05) 

207.1468 0.7760 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Facilitative (M = 

47.5) and Visionary (M = 48.38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   
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Table 29.  Tukey's HSD – Facilitative and Visionary Leadership Styles. 

Facilitative v Visionary 

Standard Error HSD Q stat df HSD (.05) 

207.1468 0.1986 133 0.8999947 

 

A Tukey's HSD test was completed comparing the means of Facilitative (M = 

47.5) and Charismatic (M = 38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 30.  Tukey's HSD – Facilitative and Charismatic Leadership Styles. 

Facilitative v Charismatic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.1808 133 0.8999947 

 

 

 

A Tukey's HSD test was completed comparing the means of Strategic Leadership 

Style (M = 53.5) and Team (M = 58.35) leadership styles.  The data revealed that no 

significant difference was found (HSD [133] = 0.90, p > .05).   

 

Table 31.  Tukey's HSD – Strategic Leadership Style and Team Leadership Styles. 

Strategic Leadership Style v Team 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.8098 133 0.8999947 

 

 

A Tukey's HSD test was completed comparing the means of Strategic Leadership 

Style (M = 53.5) and Transformational (M = 44) leadership styles.  The data revealed that 

no significant difference was found (HSD [133] = 0.90, p > .05).   
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Table 32.  Tukey's HSD – Strategic Leadership Style and Transformational Leadership 

       Styles. 

Strategic Leadership Style v Transformational 

Standard Error HSD Q stat df HSD (.05) 

207.1468 2.6788 133 0.6028106 

 

 

A Tukey's HSD test was completed comparing the means of Strategic Leadership 

Style (M = 53.5) and Visionary (M = 48.38) leadership styles.  The data revealed that no 

significant difference was found (HSD [133] = 0.90, p > .05).   

 

Table 33.  Tukey's HSD – Strategic Leadership Style and Visionary Leadership Styles. 

Strategic Leadership Style v Visionary 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.5014 133 0.8999947 

 

 

A Tukey's HSD test was completed comparing the means of Strategic Leadership 

Style (M = 53.5) and Charismatic (M = 38) leadership styles.  The data revealed that no 

significant difference was found (HSD [133] = 0.90, p > .05).   

 

Table 34.  Tukey's HSD – Strategic Leadership Style and Charismatic Leadership Styles. 

Strategic Leadership Style v Charismatic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 2.0536 133 0.8656949 

 

A Tukey's HSD test was completed comparing the means of Team (M = 58.35) 

and Transformational (M = 44) leadership styles.  The data revealed that a statistically 

significant difference was found (HSD [1206] = 0.001, p < .05).   
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Table 35.  Tukey's HSD - Team and Transformational Leadership Styles. 

Team v Transformational 

Standard Error HSD Q stat df HSD (.01) 

207.1468 4.6817 133 0.0321941 

 

 

 

A Tukey's HSD test was completed comparing the means of Team (M = 58.35) 

and Visionary (M = 48.38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 36.  Tukey's HSD – Team and Visionary Leadership Styles. 

Team v Visionary 

Standard Error HSD Q stat df HSD (.05) 

207.1468 3.4271 133 0.2809632 

 

A Tukey's HSD test was completed comparing the means of Team (M = 58.35) 

and Charismatic (M = 38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 37.  Tukey's HSD – Team and Charismatic Leadership Styles. 

Team v Charismatic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 2.7745 133 0.5625808 

 

A Tukey's HSD test was completed comparing the means of Transformational (M 

= 44) and Visionary (M = 48.38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   
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Table 38.  Tukey's HSD – Transformational and Visionary Leadership Styles. 

Transformational v Visionary 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.1747 133 0.8999947 

 

 

A Tukey's HSD test was completed comparing the means of Transformational (M 

= 44) and Charismatic (M = 38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 39.  Tukey's HSD – Transformational and Charismatic Leadership Styles. 

Transformational v Charismatic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 0.7799 133 0.8999947 

 

 

A Tukey's HSD test was completed comparing the means of Visionary (M = 

48.38) and Charismatic (M = 38) leadership styles.  The data revealed that no significant 

difference was found (HSD [133] = 0.90, p > .05).   

 

Table 40.  Tukey's HSD – Visionary and Charismatic Leadership Styles. 

Visionary v Charismatic 

Standard Error HSD Q stat df HSD (.05) 

207.1468 1.3593 133 0.8999947 
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The previous series of Tukey’s HSD tests show that there are differences in the 

references of leadership styles among priests related to age.  The nine leadership styles 

analyzed resulted in 36 comparisons.  The tests revealed there were six comparisons with 

a statistically significant difference between leadership styles and 30 comparisons that 

were not significant.  Of statistical significance were the comparisons between Coaching 

and Democratic leadership, Democratic and Facilitative leadership, Democratic and 

Strategic Leadership Style leadership, Democratic and Transformational leadership, 

Democratic and Visionary leadership, and that between Team and Transformational 

leadership.  Overall, Democratic Leadership (M = 72.75) and Team Leadership (M = 

58.35) was the greater preferred styles surveyed, with Charismatic Leadership (M = 38) 

being least preferred.  A summary of the means can be found in Table 40.   

 

Table 41.  Tables of Means Leadership Styles. 

Leadership Style Average 

Autocratic 51.33 

Coaching 48 

Democratic 72.75 

Facilitative 47.5 

Strategic Leadership Style 53.5 

Team 58.35 

Transformational 44 

Visionary 48.38 

Charismatic 38 

 

 

Review of the Findings 

The findings indicate that there is no statistical difference with regards to the leadership 

style between younger and older priests.  The findings also disclose that there is no 
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statistical difference with regards to the ability of both younger and older priests.  Thus, 

there is an indication that, independently, the number of years that the priests have been 

in operation does not have an effect over the specific leadership style that they are likely 

to have.  Also, the number of years a priest has served has no effect on the leadership 

style that he might prefer.   

The fact that both the younger and the older priests seem to prefer a facilitative 

form of leadership is an indication of some of the changes that may need to be adopted.  

Therefore, the leaders should be in a position to learn from one another on the specific 

measures that they may take to ensure that they attain a better leadership outcome in their 

activities.  Such a move would be imperative with respect to improving the ability of such 

priests to influence young people in the church to be more willing to engage in the 

various activities offered.  They could also use the opportunity to show others the 

experiences that they have had as it relates to the application of a given leadership style.  

Such promotions and reassignments would, therefore, be imperative with respect to 

reducing upon the challenges that other priests normally face in their activities.  

Younger priests should be mentored by older priests.  This relationship would 

enable them to learn from their experience, especially in relation to the application of 

different leadership styles.  As a result, they are likely to determine the specific 

techniques likely to work, as well as the ones that would not have a chance of performing 

as well.  The older priests would also inform the younger priests regarding the specific 

skills required for interaction with one another as well as with other people, especially 

those who are part of the congregation.  As a result, these skills would be important in 
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influencing the level of change that would be likely to be experienced in the respective 

dioceses where younger priests normally serve.  

 

Summary 

 

There is no significant relationship between the years a priest serves and their leadership 

style.  Both older and younger priests prefer the facilitative leadership style.  The 

facilitative leadership style is important with respect to improving upon the chances of 

change needed within the Catholic Church.  Change is inevitable.  The facilitative 

leadership style enables people to consider the ideas of others.  It is through this process 

that such people use the opportunity to provide others with specific insights regarding the 

ability to attain a proper influence over the church.   

Younger priests should learn from older priests to have the opportunity to address 

some of the challenges that they face, especially given the immense exposure that they 

would have had attained over time.  Thus, the action will provide them with better skills 

to have an effective leadership outcome.  
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Chapter Five 

Summary, Discussion, and Implications 

 

 

Introduction 

Religion is closely related to social life and directly influences our work, politics, and 

daily lives.  With regards to leadership, religion is an essential concept since it guides the 

behavior of leaders.  A higher expectation is placed on religious leaders, and society 

expects them to behave in a particular manner.  They are responsible for spreading the 

doctrines of the Church and providing a clear understanding of religion.  Shifting 

attention to the leadership of the Catholic Church, it is observable that in the modern-day 

era where rapid changes occur in economic, religious, cultural, and social life, the 

leadership of the Church faces more significant challenges.  The great knowledge 

explosion in the twenty-first century has presented significant challenges for Church 

leadership with perceptions toward belief changing and therefore affecting the conduct of 

traditional religious activities.  Church leaders have been overwhelmed by the swiftly 

occurring changes that do not provide the Church with ample time to adjust.  Leadership 

is essential in impacting changes within the Church (handling of sex abuse, removal of 

abusive priests).  When leadership itself changes, then a new paradigm shift is likely to 

occur.  The Church faces such a problem when the leadership transforms.    

Identifying the best form of leadership is a critical challenge for every 

organization, including the Catholic Church.  Understanding the complexities involved in 

religious leadership is essential in working to create a sustainable leadership strategy and 
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enabling the Church to produce continuously-learning leaders that can take up future 

roles in a dynamic world.  Within the Catholic Church, leadership is influenced by 

religious values, beliefs, culture, and Sacred Tradition.  Thus, the focus of this study was 

to examine leadership concepts as perceived by Catholic Church leaders.  It narrowed 

down to specifically identifying the presenting challenges while fostering a new 

generation of Catholic leaders.  Additionally, the paper also looked at the effects of these 

challenges as well as establishing substantial measures essential to solving the challenges.  

An exploratory survey design was employed in the study.  Data were collected from 

newly ordained priests moving from seminaries and in their first years as priests.  A non-

probability sampling and convenience sampling techniques were employed.  The 

sampling method was efficient since it eliminated bias that would have otherwise arisen 

from the use of random sampling technique.  Also, the method is valuable since it cuts 

down sampling costs and reduces time spent on the field.   

 

Discussion of the Research and Practical Significance 

The first research question addressed by the analysis is: Is there a difference in the most 

effective leadership style as perceived by older and younger priests?  The results of the 

chi square and ANOVA test indicate that there is no significant difference between the 

leadership style preferred by the younger and the older priests.  The outcomes reveal that 

the leadership style is not influenced by the number of years a young priest has served. 

For both groups of priests, the results of the chi square test for the preferred leadership 

method are as follows.  For younger priests; autocratic (2.00), charismatic (0.18), 

coaching (1.36), cross-cult (0.18), democratic (0.02), facilitative (4.09), SLS (0.35), team 
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(0.12), and transformational (3.98).  For older priests: autocratic (p=1.62), charismatic 

(0.14), coaching (1.10), cross-cult (0.14), democratic (0.02), facilitative (3.31), SLS 

(0.28), team (0.10), and transformational (3.23). 

In the literature review, expectations placed on priests were a challenge in terms 

of passing on their leadership style.  Consequently, younger people fear joining the 

priesthood because the burden and sacrifice required are immense.  However, noting that 

the leadership method identified by both generations is similar, then it can be concluded 

that younger priests can manage the pressure since they will only have to employ the 

same leadership style that the older priests utilize in administering their duties 

successfully.  

Most young priests prefer the facilitative form of leadership over all other 

leadership methods.  With a p-value of 4.09 which is greater than 0.05, the preference of 

the leadership style is statistically significant.  A facilitative form of leadership was 

observed to be preferred by the older priests.  The p-value was at 3.31 and therefore 

statistically significant.  Therefore, what these results indicate is that both the younger 

and older priests are more willing to adopt a facilitative form of leadership. 

The second research question that was analyzed is: Is there a significant 

difference between the leadership styles considered effective by older priests in relation 

to the perceived effectiveness between the younger and older priests?  The research 

findings indicated that older priests had the same leadership style preferences as did the 

younger priests.  The p-value for the chi square test was 0.002247 which is less than 0.05 

and therefore significant.  Hence it follows that the null hypothesis is rejected, which 

consequently means that there are no leadership styles that older priests perceive to be 
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more effective.  So, the decision an older priest makes in choosing a leadership style is 

not in any way influenced by the number of years they have been in service.  

The conducted chi square test (32.28 [8, N = 134] = 32.28, p > .05) gave the 

following p values for all the leadership styles for both the younger and older priests. 

Younger priests: autocratic (6.74), coaching (1.79), democratic (0.49), facilitative (0.01), 

laissez-faire (4.09), SLS (0.35), transactional (7.45), transformational (0.05), and 

visionary (0.18). Older priests: autocratic (5.47), coaching (1.45), democratic (0.40), 

facilitative (0.01), laissez-faire (3.31), SLS (0.28), transactional (6.04), transformational 

(0.04), and visionary (0.14).  The research question analyzed the preference of leadership 

styles by older priests versus those of the younger priests.  As the first and second 

research question identifies, experience in service does not impact the choice of 

leadership style.   

Therefore, the challenge in nurturing new priests should not be based on 

differences in leadership styles between the younger and older generation.  As identified 

in the literature review in Chapter Two, one of the challenges that impact the passing on 

of Church leadership to the next generation of priests is the changing culture of modern 

society.  Therefore, it is easier to navigate this cultural transition when both the younger 

and older generations agree on a leadership style.  Although cultural changes may require 

the introduction of new elements in religious practices, having a joint agreement on the 

leadership style is critical in smoothly transitioning through the wave of cultural change. 

Agreeing on a leadership style reduced the limitations faced when passing on leadership 

since it acts as a guideline for conducting activities and therefore eliminating the 

possibility of conflicts arising.  
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The third research question addresses the leadership style preferred by the young 

priests and seeks to find if there is a difference between their leadership preferences to 

that of older priests.  A chi square test was conducted and analyzed based on the collected 

data.  The analysis attempted to find if there is a leadership style preferred by younger 

priests, or if there is one which they perceive to be more effective in comparison to the 

older priests.  The results of the test indicated a p-value of 0.268 which is greater than 

0.05 and therefore means that the null hypothesis is not rejected.  Likewise, there is no 

difference between the preferred leadership styles between the young priests and older 

priests. 

The results of the conducted chi square test (17.89 [7, N = 134] = 17.89, p > .05) 

generated the following p-values for each of the leadership styles. Young priests: 

autocratic (0.64), coaching (0.05), democratic (3.58), facilitative (0.05), SLS (1.04), 

transactional (2.28), transformational/charismatic (1.12), and visionary (1.12).  Older 

priests: autocratic (0.52), coaching (0.04), democratic (2.90), facilitative (0.04), SLS 

(0.84), transactional (1.85), transformational/charismatic (0.91), and visionary (0.91). 

While it has been well-established that the amount of experience a priest has does not 

impact the choice of a leadership style, the findings from the chi square table provide an 

insight into some of the leadership methods that seem preferable by both groups of 

priests.  For instance, the democratic style of leadership has an index of 3.58 for the 

young priests and a 2.90 value for older priests.  This style has the highest preference 

value for both groups of priests.  The high preference for the democratic style of 

leadership further emphasizes the lack of a significant difference between the preferred 
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choices of leadership styles.  As such, these results demonstrate which leadership 

direction (style) the Catholic Church should adopt.  

As analyzed in the literature review, the leadership of the Catholic Church is 

undergoing structural changes in the hopes of enhancing leadership performance.  The 

results provided by the analysis can be applied to choosing which leadership style is 

preferred by priests from both age groups.  Identifying a particular leadership style is 

relevant when recruiting and nurturing the skill of new young priests.  Understanding the 

leadership method that seems most favorable guided the current Church administration to 

tailor programs that suit the needs of the targeted potential priests.  Interactions between 

the older and new priest are likely to be easier when the mode of leadership preference 

between the two groups is well established.  Creating a good rapport between older and 

new priests also serves to draw the interest of young people who want to join the 

priesthood.  Restructuring the leadership of the church to fit into the context of the results 

will lead to easier problem management since the approach employed to solve the issue 

by both young and old priests is similar.  The congregation will also benefit from the 

services of both groups of priests since they majorly have an identical interest in the style 

of leadership.  Congregants are not likely to feel disoriented in case a parish changes a 

priest from maybe an old one to a young one.   Leadership, whether from a young or an 

older priest, will not impact the activities of the church since it has been established that 

the experience of a priest does not influence the choice of a leadership style. 

The literature review indicates that younger priests are challenged in taking up the 

role of priests since congregants have expectations regarding the change of 

administration. Given that the administration approach may not vary so much between 
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younger and older priests due to the adoption of similar leadership styles, young priests 

may feel pressured in their administrative duties.  Failing to change the administration 

outlook of the Church as expected may be seen as a failure to live up to the expectations 

of the congregants.  It is essential to let the Church understand that leadership styles will 

not necessarily change because of the experience of a priest.  

However, as much as leadership styles and preferences are similar among both 

old and young priests, the changing society may necessitate leadership approaches to 

change from one generation to the other.  The current society is currently faced with 

many social changes.  The older priests may have dealt with different issues from those 

faced today.  Therefore, the approach to solving these challenges may require a different 

style of leadership.  Hence, changes to styles of leadership may be necessary to address 

the current issues.  There are more pressing issues that do not allow the democratic style 

of leadership to be extensively utilized.  Issues regarding human rights are a great 

concern to the Church.  Priests should deal with challenges that require them to take 

authoritative measures and thus limiting the application of less authoritative leadership 

styles.  Hence with increasing pressure on the roles of the priest due to changes in the 

society, the leadership styles are likely to transform.  A gap between the preferred 

leadership method by the younger and older priest may occur in the future in a bid to 

address the concerns faced by the church in the modern world.   

Attracting young people into priesthood is facilitated by the findings that they 

share similar administration concepts with the older priests.  Having a common ground in 

operating the Church business is a critical factor that influences the interest of young 

people.  Priesthood may seem like a role that limits the freedom of an individual, and as 
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people look for more freedom, they may fail to follow the path towards priesthood. 

Allowing young postulants in new activities although which are aligned with the Church 

doctrines may assist the church in incorporating the young members into the activities of 

the church.  Exercising democratic leadership that allows the integration of different ages 

into the undertakings of the Church creates an avenue for developing an interest in 

joining priesthood.  Young people should not fear to get into ministry due to 

administration concerns since both the old and new priests are observed to adopt similar 

administration styles.      

A one-way analysis of variance determined the difference of duty performance 

between the younger and older priests with regards to impacting the behavior of other 

people in the church.  The obtained p-value is below 0.05 at 0.000197735 which means 

that we rejected the null hypothesis.  Therefore, there is a significant difference in the 

means of duty preference between the younger and older priests.  The test evaluated eight 

leadership styles autocratic, coaching, democratic, facilitative, strategic, leadership style, 

team, transformational, and visionary.  The greatest variance was observed by priests 

who employed visionary leadership, followed by transformational leadership, team, 

strategic, coaching, democratic and lastly charismatic.  

 

Limitation of the Study 

One of the limitations of the study was the use of structured questionnaires.  Although the 

questionnaire allows the participant to provide further details which are important for 

analysis, it has the downside of presenting a higher cognitive load on the respondent.  For 

the participant to present a response, they are forced to apply more thought to providing a 
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response.  As such, a lower response rate is expected from the respondents.  On the other 

hand, respondents may fail to provide insightful answers as they are likely to get 

exhausted before completing the questionnaire.  Thus, the quality of the data is affected.  

Coding data from an open-ended questionnaire may lead the researcher to misinterpret 

the data and commit a commission error, which will consequently provide inaccurate 

results.  The questionnaire structure challenges the accuracy of data coded since it 

presents a chance to commit an error.  

The study failed to evaluate leadership between younger and older priests on the 

basis of race, ethnicity, or geographical location among other demographic and social 

factors.  These differences in leadership choices or influence on the congregation are not 

captured by the study.  These factors are essential to informing the observed findings and 

also informing the leadership of the Catholic Church.  Previous experiences with other 

leadership styles may also be the cause for observed leadership traits and effects.  The 

study also failed to capture this data and therefore misses the opportunity to identify the 

cause of leadership differences.        

The other study limitation is the assumption that all respondents are conversant 

with the leadership of the Catholic Church.  As such, the results assume that the response 

given by participants is accurate about the Church’s leadership.  However, in case some 

respondents are not conversant with the leadership, the study will be misleading. Their 

view will not relate to the correct leadership procedures and will nullify the findings of 

the study.  Conclusions from such findings will be misleading and will not improve 

leadership.  Additionally, it is impossible to verify the accuracy of the information given 
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by the respondents.  The assumption that all the information provided is accurate may 

lead the researcher to utilize false information and therefore make inaccurate findings. 

The questionnaire inquired about the effectiveness and magnitude of difficulty but 

failed to provide a scale that the respondent could use to rate the perceived level of 

effectiveness or difficulty.  Consequently, the researcher cannot determine the level of 

effectiveness or difference from the responses.  Therefore, the results of the study are not 

an accurate way to determine the exact level of leadership effectiveness or difficulty as 

perceived by Church leaders.  

The other limitation presented by the study methodology is the use of exploratory 

survey design in the research.  Exploratory research is usually employed to survey a 

concept that is not well defined.  The limitation posed by this method is that the produced 

results are not conclusive and therefore cannot be used to make decisions.  The design 

cannot be used in place of conclusive quantitative research.  Therefore, to assert findings, 

a conclusive research design needs to be adopted.   

    

Implication for Further Studies 

The study indicates that there is no statistical difference in the choice of leadership style 

between the younger and older priests.  As such, other studies attempting to evaluate 

administrative differences between younger and older priests should conduct research on 

other factors apart from leadership style.  The literature review in Chapter Two identified 

that administration strategies differ between younger and older priests.  However, since 

leadership styles do not differ between the two groups of priests, then the administration 
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differences must be a result of other factors.  Hence, other studies should seek to evaluate 

the cause of these differences.  

It is established that the Church faces leadership challenges.  Since leadership 

style is similar across the two analyzed groups of church leaders, future research should 

seek to identify the cause of leadership challenges other than the style of governorship. 

Focus on other factors that influence leadership in the Catholic Church may shed light on 

management decisions to be implemented by the Church.     

The preferred form of leadership by both young and the older priest has been 

determined to be the facilitative form of leadership.  Future research may conduct studies 

to evaluate the reason why this leadership style is the most preferred.  Additionally, this 

new research can analyze if it is the most suitable leadership style for the Catholic 

Church, or if not, why not.  Further, the congregants' perception toward administration 

based on this style can be evaluated.  Findings from the study can be employed to make 

decisions regarding leadership by the Church.  Understanding the reasons why a certain 

leadership style is utilized and practiced is important because it can be used in training 

new priest. 

The literature review in the study indicated that one of the traditional leadership 

styles employed by the Catholic Church is the inclusion of leaders from diverse ethnic 

backgrounds.  The major reason for including leaders from different ethnicities is to 

ensure that cohesion and integration in the Church are maintained.  Ensuring inclusivity 

in the Church creates a sense of oneness and enables every Church member to feel 

valued. However, in including different ethnicities in a church, the perception of 

leadership is bound to change.  Different cultures embrace diverse leadership styles.  
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These styles are likely to impact the leadership of the church when leaders from different 

ethnicities are included in the administration of the church affairs.  Additionally, 

congregants may not be familiar with, or may not appreciate, a certain leadership style 

adopted by a leader from a different cultural background.  Therefore, it is essential for 

other studies to analyze the effect of the Catholic Church’s practice of integrating leaders 

from different cultures.  The studies should evaluate how the cultural background impacts 

the Church’s leadership strategy.  Do congregants adapt to leadership styles that are 

different from those of their culture?  It is essential to evaluate such factors since they can 

inform the church on how to integrate traditional leadership styles with the needs of the 

congregation. 

In addition, a rotational style of leadership which ensures that everyone gets a 

chance to serve may disorient leadership in the Church due to frequent changes in priests 

who may have different styles.  So, what impact does this have on the direction of 

administration in the Church?  Other studies can seek to examine the impact of a 

rotational priesthood in order to discover if there are any changes that the Church can 

adapt to make this practice more efficient.  The rotational priesthood also affects the 

ideologies of the Church with regards to ethnicity and leadership.  As such, it is easier to 

draw the attention of younger people who would like to join priesthood.  By examining 

how inclusive leadership impacts the interest of young people, the Church can identify 

ways to attract and nurture youths into the Church’s leadership.  Other studies may seek 

to determine whether including people from diverse backgrounds into leadership roles is 

helpful in recruiting more youths into the priesthood.  
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As the research shows, the number of people willing to join priesthood in the 

Catholic Church has declined over the years.  As such, some of the strategies employed 

to reverse this trend is to target young people.  Hence, it would be important to conduct 

research on the leadership styles that may attract young people into the Church’s 

leadership.  It is important to analyze whether younger priests have a greater influence on 

developing the interest of younger people into the priesthood.  Understanding these 

factors through research allows for better leadership strategies, and might help to increase 

the interest of young people into joining the Church.  

Being a member of the priesthood involves a lot of sacrifice and resilience. 

Additionally, many expectations are placed on priests, and these form one of the 

challenges that discourage many people from joining priesthood.  As the literature review 

indicated, the burdens placed upon priests, as well as the fear that they may fail to meet 

the expectations of the congregants keep many people away from their calling.  The 

existence of a gradually changing culture around the world makes it difficult to respond 

to the demands of priesthood.  As such, many people are unable to make the life-long 

decision to become priests.  The Church may be unable to select the right people who 

will take up leadership without unwavering their calling.     

There are challenges in meeting the demands and expectations of priesthood. 

Transformational leadership, which is among the types of leadership utilized by the 

Church, facilitates innovation and does not seek to maintain the status quo of the church 

at the expense of the urgent needs.  Therefore, seeking to modify some priesthood aspects 

is essential in influencing the interest of people in offering service to the church.  On the 

other hand, seeking to alter some concepts ingrained within the leadership structure of the 
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Catholic Church may cause division within the Church.  Therefore, it is possible to 

increase the number of leaders serving in the Church by altering some of the leadership 

concepts.  For instance, celibacy is a requirement that every priest must attain; however, 

it is the greatest hindrance to many people who would want to join priesthood.  

Therefore, identifying the impact of eliminating such requirements may resolve the 

challenges facing leadership since more people will be willing to give service.   

As identified in the analysis, preference in leadership style does not vary between 

the younger and older priests.  The facilitative leadership style emerged as the preferred 

method by both groups of priests.  This leadership style is among the least-utilized form 

of administration, particularly in the corporate world; however, it is emerging as one of 

the techniques that are gaining increased usage in many organizations and seems to serve 

the Church efficiently.  This leadership method asserts that leadership should adopt 

collaborative techniques in administration.  In this case, priests should involve other 

parties within the Church.  Through facilitative methods, everyone engaged undergoes 

transformations.  Given that this is the preferred leadership style, the Church stands a 

chance to undergo adaptive changes which are necessary in the current world to face 

significant cultural shifts.  

Given that the number of years in service has no influence on the leadership styles 

of priests adopting the facilitative method in all churches is possible regardless of the age 

of a priest.  Thus, it is easy to analyze the most efficient ways of enacting facilitative 

leadership since it has an added advantage in being in use in the Church today.  It 

eliminates rigidity in commands for traditionally existing hierarchies of leadership.  By 

allowing the collaboration of every relevant party, leadership capacity tends to 
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transformation beyond the conventional hierarchies and results in the formation of new, 

hierarchical models.  As such, facilitative leadership enables the development of a more 

effective form of hierarchy.  The position of an individual does not dictate power 

distribution, but only the capability.  Moreover, as innovation is essential in every 

management aspect, the Church will immensely benefit from an innovative leadership 

method.  In the present changing world that requires adaptive methods, it is necessary 

that the church considers the facilitative method as a strategy for navigating the 

transformations encountered in the modern world. 

 

Summary 

The focus of this study was to analyze leadership perceptions in the Catholic Church.  As 

mentioned above, the lack of candidates for the priesthood is a major concern for the 

Church.  Thus, it was important to analyze the issue, since the presenting problem is a 

hindrance to passing down doctrines from one generation to the other.  This study sought 

to identify what is preventing young people from joining the priesthood.  Furthermore, 

the paper reviewed leadership styles utilized by Catholic priests.  Catholic Church 

bishops, priests, and other Catholic leaders were interviewed to collect data for the study.   

In addition, the study analyzed leadership differences between younger and older 

priests.  The paper sought to establish whether differences exist between leadership styles 

and preferences of the two groups of Catholic priests.  The need to assess leadership 

within the Catholic Church is propelled by the decline in the growth of the Church 

indicating that there are underlying factors adversely affecting the development of the 
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religion.  For the Church to respond to these pressing challenges, it is important that the 

needs of the present generation be understood.  

The Catholic priesthood is identified as a calling from God and ought to be 

accepted obediently.  Realizing one’s call into service should be a collective role of the 

family and the Church.  However, it has been established that younger generations are 

failing to join the priesthood at an alarming rate.  There are too few priests to minister to 

Catholic parishioners; therefore, young priests are vital to the ongoing health of the 

Church.  The role of a Catholic priest is viewed as fluid since they keep changing to keep 

up with the trends in the world, although they must adhere to Church doctrine. 

Priests fill roles such as administration, spiritual guidance, and preaching the 

Gospel.  They are both leaders and teachers and therefore are in the best position to 

represent the community in most matters.  Thus, the decline of people who fulfill this role 

becomes a concern that must be resolved.  This study identifies that the position held by 

priests mainly consists of leadership duties; therefore, it is important to identify 

responsibility changes.  

The research also establishes that priesthood requires high levels of sacrifice and 

high expectations are placed upon priests.  Priests are asked to be selfless leaders, placing 

the interests of others before themselves.  They are expected to perfect their leadership 

skills to serve the community effectively.  Priests should be flexible enough to ensure that 

they are in a position to guide the congregation, as well as nurture those that are aspiring 

to join the priesthood.  With society changing so rapidly, a priest is expected to be 

adaptive to cultural transformations to enable them to deliver services efficiently.  A 
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flexible priest is fully aware of their role in society, and so they have to employ 

leadership skills that match the requirements of the community. 

Differences are thought to exist in the leadership styles between older and 

younger priests.  These differences may cause administration disparities in parishes 

managed by either old or young priests.  Thus, it is vital to evaluate whether there are 

differences in the leadership styles exhibited by both groups of priests.  The research, 

therefore, sought to evaluate the preference of several leadership styles.  It looked at the 

transformational leadership style it asserted is one of the most employed styles in the 

Church.  This method favors innovation, and priests strive to integrate administration 

techniques to suit the changing world.  Particularly, celibacy is an aspect that is impacted 

by transformational leadership. 

The study also covers transactional leadership, which focuses on handling 

different tasks.  This style allows priests to easily handle a variety of tasks.  Additionally, 

this method serves the Church effectively since it allows congregants to conform to the 

leadership style.  Consequently, it offers an opportunity for Catholic Church leaders to 

pass the mantle from one generation to the other.  There is a chain of command involved 

in the leadership which forms the main feature of the style.  A number of people are 

involved in managing the affairs of the Church under this method, and hence priests can 

delegate their duties to others. 

Situational leadership allows the leader to take into consideration the development 

level of the congregants, including the cultural background of the church members as 

well as other factors, before making managerial decisions. 
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The results of the analysis indicated that there is no significant difference in 

leadership preferences between young and old priests.  Additionally, the number of years 

they have served does not impact their choice of leadership style.  This finding implies 

that young people should not feel pressured by expectations since the strategies employed 

by both young and old priests are similar.  Thus, the results are applicable in influencing 

the youth to join the priesthood without fear of failing to meet leadership expectations. 

Both groups of leaders prefer a facilitative style of leadership.  By identifying the 

preferred leadership style, it is possible to evaluate the success rate of the method and 

evaluate if it is necessary to make changes.  By identifying the most preferred leadership 

style, factors that influence the method can be evaluated and inform on how they 

contribute to the leadership style.     
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Appendix A 

 

Institutional Review Board Application 

 

 

Department of Leadership Studies 

6429 College Station Drive 

Williamsburg, KY 40769 

Tel. 549-4403 OR 549-4492 

Email: barry.vann@ucumberlands.edu 

 

 

 

INSTITUTIONAL REVIEW BOARD (IRB) 

FOR THE PROTECTION OF HUMAN SUBJECTS 

 

 

 

Instructions 

 

This application must be approved by the EdD/PhD IRB Board before writing Chapters 

Four and Five of the dissertation. If you have questions or need assistance, please contact 

us at (606) 549-4122; 549-4492 or jennifer.simpson@ucumberlands.edu. 

 

 

 

1. Project Information Title: 

 

Perception of Leadership Among Catholic Priests 

 

2. Principal Investigator's Contact Information 

 

Lawrence V. McCrobie 

PO BOX 1940  

Elizabethtown, KY 42702-1940 

 

2.1 Faculty Sponsor's Contact Information (All Students are required to have a 

faculty sponsor) 

 

Charles “Luke” Smith 

6429 College Station Dr. 

Williamsburg, KY 40769 
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3.0 Dissertation Committee 

 

List all committee members below.  Each member must be a graduate level faculty 

member at the University of the Cumberlands.  Members must be appointed by the 

student’s dissertation advisor and the program director.  One member must be employed 

outside of the EdD/PhD program. 

 

Name Academic Department/Program 

  

  

  

 

  

 

  

4.0 Ethical Treatment Conditions for Human Subjects 

To be approved, the doctoral candidate must ensure the protection of human subjects.  

This includes freedom from the fear of reprisal, emotional distress or physical harm.   

 

1.  Are participants assured of anonymity?  Yes _X_, No ___ 

 

2.  Will participants be exposed to mental or physical stimuli of an experimental 

nature?  

Yes ___, No _X_ If yes, what precautions will be taken to protect the participant 

from harm? 

 

3.  Is the study designed to measure perceptions of an issue via a survey form? 

Yes _X_, No ___ (Please attach the survey form to this application)  

 

4.   Does your study rely on Census information, historical documents such as 

extant letters, or other established measures such as test scores?  Yes _X_, No __ 

 

 

5.0 Approval Signatures 

By signing this application, you are affirming that no harm will come to study 

participants.  All members must be employed as faculty at the University of the 

Cumberlands.
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Appendix B 

 

Request Email Survey Distribution Letter 

 

Greetings in the name of our Lord Jesus Christ! 

  

I hope that this summer has been full of Peace, Joy, Mercy and some relaxation. 

  

My name is Lawrence V. McCrobie and I am currently finishing my Doctorate in 

Educational Leadership and Religious Education.  As part of the process, my Dissertation 

includes research on the Leadership Styles of Catholic Priests and the variance between 

the execution and implementation. I am asking that this survey is distributed to the Priest 

of the Diocese, so that I may have the information to include in the final dissertation. 

  

The study has been approved by the IRB of the University of the Cumberlands; Dr. 

Jennifer Simpson is our Department Head and Dr. Charles Luke Smith is my Dissertation 

Chair. Rest assured that all information collected will not be distributed and all 

information submitted is done so anonymously. 

  

As an active employee of the Archdiocese of Louisville at Saint Christopher Parish in 

Radcliff KY, I am able to see the various impacts on the types and styles of leadership 

that is employed by the various priests.  It would mean a great deal to have the Priest of 

the Diocese be included within the study to gain a broader sense of how (if any) the 

mentality of Leadership varies from coast to coast.  I hope that you can spread the link 

around so that the priests of the diocese may participate. 

  

The survey IS password protected to eliminate potential interference with the results of 

the study.  It is fully online and should take no more than 25 minutes. 

  

LINK:  https://lawrencemccrobie.com/2018-priest-dissertation-survey 

PASSWORD:  padre 

   

I appreciate your assistance in this and I look forward to learning the results.  Should you 

need more information from me you may contact me at any time. 

 

 

_______________________ 

Lawrence V. McCrobie - KHS 

Catholic Liturgist 
BME,BA,MMC  

Lawrence V. McCrobie, LLC 
PO BOX 1940 
Elizabethtown, KY 42702-1940 
270-234-7232 (Cell) 
 

https://lawrencemccrobie.com/2018-priest-dissertation-survey
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Appendix C 

 

Survey Introduction Information 

 

Thank you for participating in this survey.  My name is Lawrence V. McCrobie and I am 

a doctoral student conducting research over the leadership style preferences of Latin Rite 

and Byzantine Rite Catholic Priests.  As you may be aware, leadership styles are widely 

studied across many disciplines, but have not been studied widely in church settings and 

even more specifically the cleric state. I believe further research into priests as leaders 

will be beneficial to many areas of church administration.  Your feedback is important to 

furthering research on leadership in the priesthood.  Please let me know if you have any 

questions. The following page explains the informed consent, anonymity with 

participation in this survey, and contains my contact information, should you have any 

questions.  A brief 27 question (15-20 minute) survey will follow on the next two pages.   

Thank you for your support in this substantial endeavor! 

 

 

This survey is for a Doctoral Dissertation for the University of the Cumberlands.  The 

questions below are about YOUR leadership style. 

 

For the sake of this survey, those priests with 20+ years of service are classified as 

“Older Generation” and those with 19 or less years in service are considered “Younger 

Generation”. 

  

Thank you for your participation in this study.  Rest assured that in NO WAY will your 

name be associated with the publication of these results.  The associated Names, 

Positions, Diocese –will NOT be released to anyone other than the those directly 

associated with the governance of this Dissertation [including: researcher, and immediate 

dissertation faculty] NO OTHER INDIVIDUAL will be given results. 

  

All information obtained will be held in STRICT confidence.  Participation in this survey 

is STRICTLY OPTIONAL and NO financial compensation will be given to those that 

participate.  Those currently in formation for priesthood are WELCOME to take the 

survey, please note that in the “years” ministering section you will place a “negative” 

number ( -4 if you have 4 years until priestly ordination) constituting the number of year 

until your possible ordination.  Everything else will be answered accordingly. 

 

I greatly appreciate your time and willingness to participate in this survey. 

~Lawrence V. McCrobie 
 

 

 

 



McCrobie Perceptions in Leadership 

 

96 

 

Appendix D 

 

Informed Consent 

 

 

The purpose of this survey is to gather information on Catholic Perceptions of Priestly 

Leadership....This is a Doctoral Dissertation Study being conducted by Lawrence V. 

McCrobie at the University of the Cumberlands. You are invited to participate in this 

research project because you are an active member of the clergy in good standing of your 

diocese. 

 

Your participation in this research study is voluntary. You may choose not to participate. 

If you decide to participate in this research survey, you may withdraw at any time. Your 

responses will be confidential and we do not collect identifying information such as your 

name, email address or IP address. We will do our best to keep your information 

confidential. All data is stored in a password protected electronic format. To help protect 

your confidentiality, the surveys will not contain information that will personally identify 

you. The results of this study will be used for scholarly purposes only and may be shared 

ONLY with direct supervising faculty from the University of the Cumberlands. 

 

If you have any questions about the research study, please contact Dr. Jennifer Simpson, 

Department Head of the Leadership Faculty at the University of the Cumberlands.  This 

research has been reviewed according to the University of the Cumberlands Leadership 

Department IRB procedures for research involving human subjects. 

 

Background Information:  The purpose of this study is to survey clerics for the most 

frequently preferred leadership styles used in various aspects of ministry. 

 

Procedures:  If you agree to be in this study, you will be asked to participate in an 

electronic survey.  The survey should take no more than 15-20 minutes to complete. 

 

Voluntary Nature of the Study:  Your participation in this study is strictly voluntary. Your 

decision, whether or not, to participate will not affect your current or future relations with 

the University of the Cumberlands. If you initially decide to participate, you are still free 

to withdraw at any time without affecting those relationships.  

 

Risks and Benefits of Being in the Study:  There are no risks associated with participating 

in this study and there are no short or long-term benefits to participating in this study.  In 

the event you experience undue stress or anxiety due to your participation in the study 

you may terminate your participation at any time. You may refuse to answer any 

questions you consider invasive or stressful. 

 

Compensation:  There will be no compensation provided for your participation in this 

study. 
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Confidentiality:  The records of this study will be kept private. In any report of this study 

that might be published, the researcher will not include any information that will make it 

possible to identify you. Research records will be kept in a locked file, and only the 

researcher will have access to the records.    

 

Contacts and Questions:  The researcher conducting this study is Lawrence V. McCrobie. 

You may ask any questions you have before beginning the survey. If you have questions 

later, you may contact him via e-mail at McCrobieLawrence@gmail.com. 

 

Statement of Consent:  I have read the above information, I have asked questions and 

received answers, and consent to participate in the study. 

 

By checking the agree box and continuing to the next page, you submit your 

electronic signature.  Further participation in this survey will constitute informed 

consent. 
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Appendix E 

 

Survey Questions 

 

1. Current Age: 

2. Date of Birth: 

3. Diocesan or Religious: 

4. Diocese Ministering in: 

5. Seminary Attended: 

6. Number of Years Ordained: 

7. Year of Ordination: 

8. Age at Ordination: 

9. Did you obtain your Education Pre-Seminary formation or as part of Seminary 

Formation? 

Pre Formation Education (Bachelors) 

Pre Formation Education (Bachelors & Masters) 

Pre Formation Education (Bachelors, Masters & Doctorate) 

As Part of My Formation 

I Started my Bachelors, but entered formation and received Education 

10. Previous Work History before entering Formation: 

11. Number of years in that history (if applicable): 

12. Are perceptions about the responsibilities of leadership within the church 

changing as the duties of priesthood passed from one generation to the next? 

Yes 

No  

Not Sure 

13. What leadership styles do older priests perceive to be the most effective? 

Autocratic, Democratic, Strategic Leadership Style, Transformational, 

Team, Cross-Cultural, Facilitative, Laissez-faire, Transactional, Coaching, 

Charismatic, Visionary 

14. What leadership styles do younger priests perceive to be most effective? 

Autocratic, Democratic, Strategic Leadership Style, Transformational, 

Team, Cross-Cultural, Facilitative, Laissez-faire, Transactional, Coaching, 

Charismatic, Visionary 



McCrobie Perceptions in Leadership 

 

99 

 

15. Is there a difference in the most effective leadership style as perceived by older 

and younger priests? 

Yes 

No 

Possibly 

Not Sure 

16. Preferred Style of Leadership? Autocratic, Democratic, Strategic Leadership 

Style, Transformational, Team, Cross-Cultural, Facilitative, Laissez-faire, 

Transactional, Coaching, Charismatic, Visionary? *Using the Leadership Practice 

Inventory Assessment (LPI) that will be supplied. 

17. Is your leadership accepted in your parish community? 

YES-Overwhelmingly 

YES-But it took a while to get there 

YES-I think so 

Mostly 

No-Not at all 

18. Are your parish staff onboard with your leadership style? 

YES-All Aboard 

Yes 

Somewhat 

No 

We do not see eye to eye at all 

19. Rank in the Catholic Church?  (Priest [additional duties such as JV, VG, VP] –

Deacon – Aux. Bishop - Bishop – Archbishop – Cardinal [priest, deacon, bishop] 

20. Do you perceive a decline in values of older priests compared to those of younger 

priests?  [if younger do you feel you have decreased or CHANGED values from 

those with 20+ years as an ordained minister] 

YES 

NO 

MAYBE 

21. Do you feel as if the leadership style of your Diocesan Bishop determines if the 

style of Leadership that will be employed in the Diocese? 

YES 

NO 

Can Influence, but no real impact 

22. Do you feel that your Diocesan Bishop looks for a style of leadership when 

discerning potential seminarians?  
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YES 

NO 

Not Sure it Matters 

23. Are you open to leadership style changes to benefit those to whom you minister? 

YES 

NOT 

MAYBE 

24. Have you changed your style of leadership since becoming ordained? 

YES 

NO 

IN THE PROCESS OF 

CONSIDERED IT 

25. If a leadership style has occurred-- It was from ______________ to 

________________ 

26. Were there any questions that you found difficult to answer or understand?  If so, 

what questions were hard to understand?                 Which questions were difficult 

to answer? 

27. Do you think that it matters if the priest if of the Eastern or Western (Latin) Rite 

when developing their leadership style? 

28. Are there any factors that would, in your opinion, change the way you approach 

your style of leadership? 

29. Do you feel that there should be additional questions asked pertaining to 

leadership style and/or experience? 

30. Do you have additional comments you would like to make?  If so list below: 
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Appendix F 

 

t-Test: Two-Sample Assuming Unequal Variances 

 

 

t-Test: Two-Sample Assuming Unequal Variances 

 
  

  Autocratic Coaching 

Mean 51.33333333 48 

Variance 257.0666667 127.4285714 

Observations 6 8 

Hypothesized Mean Difference 0  

df 9  

t Stat 0.434800222  

P(T<=t) one-tail 0.336973291  

t Critical one-tail 1.833112933  

P(T<=t) two-tail 0.673946582  

t Critical two-tail 2.262157163   

  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Autocratic Democratic 

Mean 51.3333333 72.75 

Variance 257.066667 23.6428571 

Observations 6 8 

Hypothesized Mean Difference 0  

df 6  

t Stat -3.1646091  

P(T<=t) one-tail 0.00972555  

t Critical one-tail 1.94318028  

P(T<=t) two-tail 0.0194511  

t Critical two-tail 2.44691185   
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t-Test: Two-Sample Assuming Unequal Variances 

      

  Autocratic Facilitative 

Mean 51.3333333 47.5 

Variance 257.066667 198 

Observations 6 8 

Hypothesized Mean Difference 0  

df 10  

t Stat 0.4662524  

P(T<=t) one-tail 0.32551287  

t Critical one-tail 1.81246112  

P(T<=t) two-tail 0.65102573  

t Critical two-tail 2.22813885   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Autocratic Strategic  

Mean 51.3333333 53.5 

Variance 257.066667 174.789474 

Observations 6 20 

Hypothesized Mean Difference 0  

df 7  

t Stat -0.301672  

P(T<=t) one-tail 0.38583358  

t Critical one-tail 1.89457861  

P(T<=t) two-tail 0.77166715  

t Critical two-tail 2.36462425   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 
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  Autocratic Team 

Mean 51.33333333 58.34615385 

Variance 257.0666667 209.7209653 

Observations 6 52 

Hypothesized Mean Difference 0  

df 6  

t Stat -1.024260247  

P(T<=t) one-tail 0.172610863  

t Critical one-tail 1.943180281  

P(T<=t) two-tail 0.345221727  

t Critical two-tail 2.446911851   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Autocratic Transformational 

Mean 51.3333333 44 

Variance 257.066667 258.153846 

Observations 6 14 

Hypothesized Mean Difference 0  

df 10  

t Stat 0.93675896  

P(T<=t) one-tail 0.18547702  

t Critical one-tail 1.81246112  

P(T<=t) two-tail 0.37095403  

t Critical two-tail 2.22813885   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 
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  Autocratic Visionary 

Mean 51.3333333 48.375 

Variance 257.066667 319.45 

Observations 6 16 

Hypothesized Mean Difference 0  

df 10  

t Stat 0.37327807  

P(T<=t) one-tail 0.35836632  

t Critical one-tail 1.81246112  

P(T<=t) two-tail 0.71673264  

t Critical two-tail 2.22813885   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Autocratic Charismatic 

Mean 51.3333333 38 

Variance 257.066667 0 

Observations 6 2 

Hypothesized Mean Difference 0  

df 5  

t Stat 2.03700211  

P(T<=t) one-tail 0.04861975  

t Critical one-tail 2.01504837  

P(T<=t) two-tail 0.09723949  

t Critical two-tail 2.57058184   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 
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  Coaching Democratic 

Mean 48 72.75 

Variance 127.428571 23.6428571 

Observations 8 8 

Hypothesized Mean Difference 0  

df 10  

t Stat -5.6954629  

P(T<=t) one-tail 9.98E-05  

t Critical one-tail 1.81246112  

P(T<=t) two-tail 0.00019955  

t Critical two-tail 2.22813885   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Coaching Facilitative 

Mean 48 47.5 

Variance 127.428571 198 

Observations 8 8 

Hypothesized Mean Difference 0  

df 13  

t Stat 0.07839478  

P(T<=t) one-tail 0.46935393  

t Critical one-tail 1.7709334  

P(T<=t) two-tail 0.93870786  

t Critical two-tail 2.16036866   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      



McCrobie Perceptions in Leadership 

 

106 

 

  Coaching Strategic  

Mean 48 53.5 

Variance 127.428571 174.789474 

Observations 8 20 

Hypothesized Mean Difference 0  

df 15  

t Stat -1.1073765  

P(T<=t) one-tail 0.14278675  

t Critical one-tail 1.75305036  

P(T<=t) two-tail 0.2855735  

t Critical two-tail 2.13144955   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Coaching Team 

Mean 48 58.3461538 

Variance 127.428571 209.720965 

Observations 8 52 

Hypothesized Mean Difference 0  

df 11  

t Stat -2.3156906  

P(T<=t) one-tail 0.02044349  

t Critical one-tail 1.79588482  

P(T<=t) two-tail 0.04088697  

t Critical two-tail 2.20098516   

 
  

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Coaching Transformational 

Mean 48 44 
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Variance 127.428571 258.153846 

Observations 8 14 

Hypothesized Mean Difference 0  

df 19  

t Stat 0.68231046  

P(T<=t) one-tail 0.25163845  

t Critical one-tail 1.72913281  

P(T<=t) two-tail 0.50327691  

t Critical two-tail 2.09302405   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Coaching Visionary 

Mean 48 48.375 

Variance 127.428571 319.45 

Observations 8 16 

Hypothesized Mean Difference 0  

df 21  

t Stat -0.062592  

P(T<=t) one-tail 0.47534165  

t Critical one-tail 1.7207429  

P(T<=t) two-tail 0.9506833  

t Critical two-tail 2.07961384   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Coaching Charismatic 

Mean 48 38 

Variance 127.428571 0 
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Observations 8 2 

Hypothesized Mean Difference 0  

df 7  

t Stat 2.50559911  

P(T<=t) one-tail 0.0203289  

t Critical one-tail 1.89457861  

P(T<=t) two-tail 0.0406578  

t Critical two-tail 2.36462425   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Democratic Facilitative 

Mean 72.75 47.5 

Variance 23.6428571 198 

Observations 8 8 

Hypothesized Mean Difference 0  

df 9  

t Stat 4.79710811  

P(T<=t) one-tail 0.00048883  

t Critical one-tail 1.83311293  

P(T<=t) two-tail 0.00097765  

t Critical two-tail 2.26215716   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Democratic Strategic  

Mean 72.75 53.5 

Variance 23.6428571 174.789474 

Observations 8 20 
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Hypothesized Mean Difference 0  

df 26  

t Stat 5.62903258  

P(T<=t) one-tail 3.22E-06  

t Critical one-tail 1.70561792  

P(T<=t) two-tail 6.44E-06  

t Critical two-tail 2.05552944   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Democratic Team 

Mean 72.75 58.3461538 

Variance 23.6428571 209.720965 

Observations 8 52 

Hypothesized Mean Difference 0  

df 31  

t Stat 5.44863808  

P(T<=t) one-tail 2.97E-06  

t Critical one-tail 1.69551878  

P(T<=t) two-tail 5.93E-06  

t Critical two-tail 2.03951345   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Democratic Transformational 

Mean 72.75 44 

Variance 23.6428571 258.153846 

Observations 8 14 

Hypothesized Mean Difference 0  
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df 17  

t Stat 6.21559259  

P(T<=t) one-tail 4.70E-06  

t Critical one-tail 1.73960673  

P(T<=t) two-tail 9.41E-06  

t Critical two-tail 2.10981558   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Democratic Visionary 

Mean 72.75 48.375 

Variance 23.6428571 319.45 

Observations 8 16 

Hypothesized Mean Difference 0  

df 19  

t Stat 5.09129208  

P(T<=t) one-tail 3.24E-05  

t Critical one-tail 1.72913281  

P(T<=t) two-tail 6.49E-05  

t Critical two-tail 2.09302405   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

t-Test: Two-Sample Assuming Unequal Variances 

      

  Democratic Charismatic 

Mean 72.75 38 

Variance 23.6428571 0 

Observations 8 2 

Hypothesized Mean Difference 0  

df 7  
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t Stat 20.2138865  

P(T<=t) one-tail 9.08E-08  

t Critical one-tail 1.89457861  

P(T<=t) two-tail 1.82E-07  

t Critical two-tail 2.36462425   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Facilitative Strategic  

Mean 47.5 53.5 

Variance 198 174.789474 

Observations 8 20 

Hypothesized Mean Difference 0  

df 12  

t Stat -1.036805  

P(T<=t) one-tail 0.16013425  

t Critical one-tail 1.78228756  

P(T<=t) two-tail 0.32026849  

t Critical two-tail 2.17881283   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Facilitative Team 

Mean 47.5 58.3461538 

Variance 198 209.720965 

Observations 8 52 

Hypothesized Mean Difference 0  

df 9  

t Stat -2.0216548  
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P(T<=t) one-tail 0.0369621  

t Critical one-tail 1.83311293  

P(T<=t) two-tail 0.07392421  

t Critical two-tail 2.26215716   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Facilitative Transformational 

Mean 47.5 44 

Variance 198 258.153846 

Observations 8 14 

Hypothesized Mean Difference 0  

df 16  

t Stat 0.5325724  

P(T<=t) one-tail 0.30082416  

t Critical one-tail 1.74588368  

P(T<=t) two-tail 0.60164832  

t Critical two-tail 2.1199053   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Facilitative Visionary 

Mean 47.5 48.375 

Variance 198 319.45 

Observations 8 16 

Hypothesized Mean Difference 0  

df 18  

t Stat -0.1308514  

P(T<=t) one-tail 0.44867211  
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t Critical one-tail 1.73406361  

P(T<=t) two-tail 0.89734421  

t Critical two-tail 2.10092204   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Facilitative Charismatic 

Mean 47.5 38 

Variance 198 0 

Observations 8 2 

Hypothesized Mean Difference 0  

df 7  

t Stat 1.90957185  

P(T<=t) one-tail 0.04890958  

t Critical one-tail 1.89457861  

P(T<=t) two-tail 0.09781916  

t Critical two-tail 2.36462425   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Strategic  Team 

Mean 53.5 58.3461538 

Variance 174.789474 209.720965 

Observations 20 52 

Hypothesized Mean Difference 0  

df 38  

t Stat -1.3559949  

P(T<=t) one-tail 0.09155221  

t Critical one-tail 1.68595446  
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P(T<=t) two-tail 0.18310443  

t Critical two-tail 2.02439416   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Strategic  Transformational 

Mean 53.5 44 

Variance 174.789474 258.153846 

Observations 20 14 

Hypothesized Mean Difference 0  

df 24  

t Stat 1.82224428  

P(T<=t) one-tail 0.04045159  

t Critical one-tail 1.71088208  

P(T<=t) two-tail 0.08090318  

t Critical two-tail 2.06389856   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Strategic  Visionary 

Mean 53.5 48.375 

Variance 174.789474 319.45 

Observations 20 16 

Hypothesized Mean Difference 0  

df 27  

t Stat 0.95656469  

P(T<=t) one-tail 0.17363712  

t Critical one-tail 1.70328845  

P(T<=t) two-tail 0.34727423  
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t Critical two-tail 2.05183052   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Strategic  Charismatic 

Mean 53.5 38 

Variance 174.789474 0 

Observations 20 2 

Hypothesized Mean Difference 0  

df 19  

t Stat 5.24311108  

P(T<=t) one-tail 2.32E-05  

t Critical one-tail 1.72913281  

P(T<=t) two-tail 4.63E-05  

t Critical two-tail 2.09302405   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Team Transformational 

Mean 58.3461538 44 

Variance 209.720965 258.153846 

Observations 52 14 

Hypothesized Mean Difference 0  

df 19  

t Stat 3.02627425  

P(T<=t) one-tail 0.00347265  

t Critical one-tail 1.72913281  

P(T<=t) two-tail 0.0069453  
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t Critical two-tail 2.09302405   

 
  

 
  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Team Visionary 

Mean 58.3461538 48.375 

Variance 209.720965 319.45 

Observations 52 16 

Hypothesized Mean Difference 0  

df 21  

t Stat 2.03540751  

P(T<=t) one-tail 0.02731211  

t Critical one-tail 1.7207429  

P(T<=t) two-tail 0.05462421  

t Critical two-tail 2.07961384   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

t-Test: Two-Sample Assuming Unequal Variances 

      

  Team Charismatic 

Mean 58.3461538 38 

Variance 209.720965 0 

Observations 52 2 

Hypothesized Mean Difference 0  

df 51  

t Stat 10.1312509  

P(T<=t) one-tail 4.13E-14  

t Critical one-tail 1.67528495  

P(T<=t) two-tail 8.25E-14  

t Critical two-tail 2.00758377   
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t-Test: Two-Sample Assuming Unequal Variances 

      

  Transformational Visionary 

Mean 44 48.375 

Variance 258.153846 319.45 

Observations 14 16 

Hypothesized Mean Difference 0  

df 28  

t Stat -0.7059649  

P(T<=t) one-tail 0.24302142  

t Critical one-tail 1.70113093  

P(T<=t) two-tail 0.48604284  

t Critical two-tail 2.04840714   

 
  

 

 

 

 

 

 

 

 

 

 

 

 

  

  

t-Test: Two-Sample Assuming Unequal Variances 

      

  Transformational Charismatic 

Mean 44 38 

Variance 258.153846 0 

Observations 14 2 

Hypothesized Mean Difference 0  

df 13  

t Stat 1.39725595  

P(T<=t) one-tail 0.09286458  

t Critical one-tail 1.7709334  

P(T<=t) two-tail 0.18572916  

t Critical two-tail 2.16036866   
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t-Test: Two-Sample Assuming Unequal Variances 

      

  Visionary Charismatic 

Mean 48.375 38 

Variance 319.45 0 

Observations 16 2 

Hypothesized Mean Difference 0  

df 15  

t Stat 2.32191678  

P(T<=t) one-tail 0.01735999  

t Critical one-tail 1.75305036  

P(T<=t) two-tail 0.03471997  

t Critical two-tail 2.13144955   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix G 

 

Request E-mail for Permission to Use Vannsimpco Leadership Survey 

 

Dr. Vann,  

I am writing to formally ask your permission to use the Vannsimpco Leadership Survey 

as a measurement tool for my dissertation study. I plan to distribute the survey 

electronically using an online forum. Because I plan to distribute it to a specific group of 

individuals, the directions will encourage the reader to substitute words equally that apply 

to the situation such as "employee" with "priest" (unless you advise that changes such as 

these are approved for each survey question). In addition, I plan to include several closing 
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demographic questions in an open response format, asking the participant to answer 

questions such as, "What is your age?", as an example.  

I thank you in advance for the approval to the request of permission to use the 

Vannsimpco Leadership Survey.  

Sincerely,  

 

Lawrence V. McCrobie 

Doctoral Candidate 

Lmccrobie9014@ucumberlands.edu 

270-234-7232 

 

 

mailto:Lmccrobie9014@ucumberlands.edu
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